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ABSTRACT
This study evolved from the author's experience as a member and
trainer of various workshops which dealt separately with aspects of either
personal, interpersonal, or organizational growth. Seldom was an effort made
to systematically bring those three areas into some kind of integration. It was
the author's thesis that without this integration far less would occur in the way
of personal growth affecting organisational growth, or organizational growth
being in harmony with individual goals. The first chapter develops this problem
into a statement, explains why an integrated model is needed, and offers the
methodology that will be employed to achieve that model.
An overview of the literature and various models for growth in each of
the three areas with one representative model being expanded as exemplary of
the area was presented in Chapter II. The contact and development of a relation-
iv
ship between the author and the headmaster of a small private school resulted in
the opportunity to develop a workshop model which had as its primary intent
the integration of the three areas of growth. Chapters III and IV were concerned
first with the design of the workshop, how to bring together the three areas into
a concrete series of steps with a rationale behind each step, and secondly with
the actual implementation of the workshop, the steps of putting the ideas and
theories of this author into the actuality of a workshop situation. While it is
impossible to capture the total experience of a workshop, an attempt was made
in this dissertation to recreate the actual process of what happens in an intensive
workshop setting, the kinds of exchange, growth, change, etc., that take place
during a workshop. A variety of means including process observation, feedback
letters, informal interviews, diary excerpts and personal reflections, were used
to capture and present the spontaneous and organic process of a workshop.
The training itself took place within two, two-day workshops a month
apart. The first session, Fenn One, focused on personal growth of participants
with a concentration upon Values Clarification and upon interpersonal growth
using the vehicle of the Magic Circle for increasing interpersonal skills. The
second part of the workshop continued the processes of the first, but moved into
the third area of growth—organizational—concentrating on the Fenn School, its
issues and problems, using the Life Cycle Theory of Leadership as a focal
point.
Even with the perhaps unrealistic expectation of the author, the
evaluation, both form and informal, suggests that the training workshop and
v
integrated lab approach generally achieved very positive results. The formal
evaluation in Chapter V
,
while not an in-depth study and based upon only pre-
liminary data, seemed to correspond with the informal evaluation in that most
individual goals were met and most participants indicated an increase of inter-
personal and organizational skills and awareness.
The results of evaluation may indicate to those who wish to help
schools move in the direction of openness, shared decisionmaking, and in
implementing the kinds of curriculum that center on human skills and affective
education, that the integrated workshop can be an important school development
concept and strategy. The final chapter is concerned with the analysis and
presentation of significant learnings of the author that grew out of the workshop
and case study. For each insight or learning a specific recommendation is
offered with the hope that it may aid the person who wishes to design and implement
workshops in school settings.
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CHAPTER I
INTRODUCTION
During the three years that I have been fortunate enough to be a graduate
student at the School of Education at the University of Massachusetts I have
concentrated my learning—both personal and professional— in three areas: first
Humanistic Education, also called affective or psychological education, secondly,
human relations, especially within the framework of group-centered learning, and
third, in the field of leadership and administration. Although each of the categories
is a separate entity, and are located as three independent centers within the
School of Education, I have felt this to be somewhat rigid and arbitrary in structure,
and unfortunate for the potential practitioner in that in order to effect change on
the overall nature of education in today's schools, whether at the elementary,
secondary, or college level, I feel it is necessary to develop a model of change
that is a synthesis of these three general areas. I see Humanistic Education as
the content for much of what needs to be done in schools— it is the "relevant" part
of education that increasing numbers of students and teachers are demanding, the
personal growth, emotional and psychological elements of self-awareness; human
relations and group training are among the most effective vehicles mr making this
2take place- the Mhow"; and without an awareness of leadership and organizational
development the chances for making the "whats' and the "hows" materialize are
greatly reduced. Much of my learning, then, at the School of Education has been
concerned with these three separate areas and what I see as a fundamental need to
bring them together into a logical and functional relationship, and that is the
purpose of this dissertation.
II. STATEMENT OF THE PROBLEM
Criticism of American schools has been steadily increasing over the last
decade (Holt, 1969; Weinstein and Fantini, 1970; Borton, 1970; Kozol, 1967;
Postman & Weingartner, 1969; Farber, 1969; Glasser, 1969; Goodman, 1962;
Freire, 1971). Most classrooms, schools, and universities are organized in a
hierarchical, often authoritarian, fashion. Communication within that structure is
usually limited. Trust levels between teachers and students, between teachers,
between teachers and administrators, and between the school and community are
often nonexistent. Many individuals, groups and entire organisations operate at
a fraction of their potential efficiency and creativity and are regularly in conflict.
For both secondary schools and universities time for change is growing short.
Schools are being closed through teachers' strikes and walk-outs. Racial problems
in city schools bring increased police involvement as the only solution; university
programs are being curtailed due to funding and budgetary cutbacks. The dropout
rates continue to climb. Most subtle and serious is the waste in terms of human
3resources. Some of the results of this situation are increasing demands on all
sides, growing frustrations, teachers’ strikes, and an expanding awareness that
schools are not preparing children and university students for living in today's
world. In other words
,
they are not building the capacity to "give a damn, » or
for learning to work effectively in solving personal or societal problems. Most
importantly, educational institutions are not helping their students to learn how
to live full, joyful lives.
The problem alluded to in the introduction is the lack of coordination and
integration between the three areas of Humanistic Education, human relations,
and organizational development. At the most basic level, it is my feeling that
any person entering into a school and wishing to improve "the situation" who does
not have a fundamental grasp of each of these areas and their inter- relatednes s
,
will have a considerably more difficult time in making any educational change
than that person who does have a background and experientially-based knowledge
of those areas. The problem, then, is the absence of an integrated, compre-
hensive training program in which the potential practitioner—whether he/she be a
student, teacher, parent, or administrator—can gain an experiential knowledge
and overview of Humanistic Education, human relations, and organizational and
change theory with a real understanding of their relationship to each other.
III. PURPOSE OF THE STUDY
The purpose and intent of this dissertation is to create a training model
and laboratory design to be implemented within schools and organizations which
4will attempt to increase and encourage personal, interpersonal, and organizational
growth within that organization. There is increasing evidence to suggest that
groups of people working together in a lab setting can build relationships of trust
and openness that will both enrich personal lives and improve organizational
effectiveness. Warren Bennis and Edgar Schein (1965) speak of the need to bring
members of the same organization together in laboratory-workshop settings:
Ever since the historic studies of Mayo and
Roethlisberger at Western Electric, there have
been many profitable revisions and suggestions
developed to improve the operations of the
human organizations. There was no shortage
of criticism or prescription. The problem was
that there had been no organizational mechanism
capable of implementing these suggestions.
Laboratory training appeared at the time when
formal organizations were most pressed for
revision, for change. It provided an instrument
whereby these normative goals and revisions
could be translated into practice (p. 205).
Business, perhaps because of the profit motive, has been far quicker to apply
the learnings of lab training to organizational improvement and self-renewal.
Only recently have some schools and universities begun to consider adapting and
utilizing the principles of organizational development and human relations
training to increase efficiency and solve problems. Generally, however, these
workshops are planned and implemented in a manner that separates the three
areas of personal, interpersonal and organizational growth. For example, there
are workshops in specific teacher training in skills such as behavior modification,
or workshops for principals and administrators that concentrate upon the theory
5of leadership and staff utilization. Seldom will the different populations enter
specific personal growth situations that lead to organizational understanding
and improvement within the school or university, and almost never with students
present.
One problem in the past with individuals or even small groups from
within organizations going to lab training was that the experience tended to be
culturally isolated, and that while the learning may have been of a deep, intensive,
and emotional nature, the individual left and returned to the "backhome"
s ituation.
It was difficult enough to evaluate the effects of the
laboratory on the individual delegate; it was practically
impossible to trace the effects on the organization.
What data there were implied that an individual
could not even maintain his own self-changes within
the organization, much less modify the organization
(Bennis and Schein, 1965).
An intent of this dissertation and design, then, is to create a setting
where ideally parents, students, administrators and teachers can spend a number
of hours together with the focus on self-awareness and personal growth, on inter-
personal growth and on organizational (school) growth. An essential element
of the workshop is the creation of a climate and setting oriented toward the
concept of Carl Rogers (1961) of positive regard for self and others with congruence
in thought and feeling.
To establish a healthy climate for change we need
first to develop ways for individual teachers to
share new ideas with other staff members to gain
support for worthy innovation. Further, we need
6to make teachers feel that they have had some
influence in developing changes by adopting new
administrative styles which decentralize decision
making (Chesler and Fox, 1967, p. 26).
One basic assumption upon which this workshop will be founded is that personal
and organizational change and growth can come from a properly constructed
climate.
The growing body of research findings about
change processes in the schools makes clear
that the development of an open and supportive
climate of personal and professional relationships
among the members of the school faculty is
essential (Chesler and Fox, 1967, p. 26).
In general terms the workshop will attempt to realize and be based upon
several behavioral science frameworks, such as having as a fundamental goal
the desire to encourage both personal and organizational movement along
Maslow's Hierarchy of Needs (1962) from the lower levels of security and
physiological needs through affiliation toward those levels of esteem and self-
actualization. Another conceptual base for the laboratory is the attempt to create
a theory Y atmosphere (McGregor, 1960), and to help the participants move, both
individually and as a body, along the continuum of growing trust, better and more
open communication, teamwork, and mutual respect that is characteristics of
Likert’s System Four (1967). If the attitude and philosophy of Rogers' positive
regard and mutual trust can be established, then there does appear to be
substantial evidence that individuals can discover the joy and efficiency of
working together in a collaborative model to effect organizational change.
7Given the intent of creating this general atmosphere, which would mean
that the population would need to be voluntary or self-selected, then the more
specific goals of the lab emerge as the following:
1. Encourage and promote the possibility for personal growth experien-
ces such as personal goal setting and personal value inventorying. Any of a
number of approaches might be used, including some of the strategies of Jack
Gibb (1971) for building TORI communities, or the exercises of Herb Otto (1970).
A particular emphasis will be placed upon the vehicle of Values Clarification,
keeping in mind that the laboratory has at least two levels of intent: (a) individual
and organizational growth within the lab for the participants, and (b) teacher training
intent for humanizing teaching and realizing potential within the classroom.
2. Build interpersonal skills in communication and group dynamics
through the utilization of the Human Development Program (1970) and the vehicle
of the Magic Circle. Learning about group norms, feedback mechanisms,
decision making processes, etc.
,
will be part of the design.
3. The third and encompassing area is that of organizational awareness
and understanding. A primary goal here is the development of basic tools and
concepts to better diagnose and work within the organization expanding leadership
awareness using the Life Cycle Theory of Leadership as a model and learning
how groups function and solve problems together with specific tools, such as
the force field analysis, will be a part of the design. Groups can and will build
effectiveness as they have a chance to interact through specific activities and as
8these interactions build sentiments, a kind of spiraling dynamic occurs which
can lead to greater understandings, more sentiments and interaction and, hope-
fully, more effectiveness (Homans, 1950).
IV. NEED FOR THE STUDY
The foremost purpose of the study is to create a training model that
integrates the three areas of personal, interpersonal, and organizational growth
which might be used as a change vehicle in schools that are attempting to change
and grow in a humanistic way. While in the past personal growth labs have been
conducted for teachers, and leadership and organizational theory workshops have
been offered for administrators, seldom have the lines been crossed that permit
and encourage both cognitive and affective learning in the same lab for both
levels of people. Almost nothing has been done to include the recipient of the
system—the student. There is an increasing awareness that until the "benefactors"
of a given program, or an education—whether that be foreign aid, community
development, or classroom learning—take an active part in the forming and
implementing of the program or education, they will be minimally involved and
the program will be only partially successful. The concept of a collaborative
experience would be central to the design. Also essential is the personal growth
component, since the experiential level of learning will have a far greater chance
of having impact upon the learner/participant if it goes beyond the cognitive.
9Unless knowledge is related to an affective state
in the learner, the likelihood that it will influence
behavior is limited (Weinstein and Fantini, 1970).
It is my view that not linking the personal and affective domain with that of the
organizational and cognitive has severely limited the overall impact of lasting
change on both individuals and organizations in former school development labs.
In an open system, whether it be a school or a business corporation, personal,
group, and organizational goals will tend to be in harmony (Likert, 1967). Where
goals of both individual and organization tend to be compatible, it is the author's
belief that there is far greater chance for harmony, creativity, motivation, and
satisfaction. The combining of the three areas of growth can lead to and create
a kind of synergistic energy which will flow from individual to group and into the
organization.
A more personal rationale for creating this laboratory design has to do
with the increasing demands for making schools relevant and satisfying for both
those who have to be there, the students, and for those who make their living
there. Schools and universities all over the nation are in trouble. The criticisms
come from all sides. Teachers complain about the students' behavior and lack
of respect. Some teachers are unhappy because they secretly concur in the
students' demand for "relevant" education. Teachers complain about admini-
strators and charges are leveled at administrators by everybody else—students,
parents, board members. Perhaps the most anguished pleas come from the
students themselves. Many of them have never known the pleasure to be found
10
in a good educational experience; that learning, and growing with others can be
exciting. At the university level, an awareness that something was wrong—or
had room for improvement—came to a head with the Sixties. Two of the many
conclusions as to what has been causing the general unrest and unhappiness on
college and university campuses are the following:
1. the bureaucratic structure of colleges and universities
with its inherent stratification of people and groups
into positions of inferiority and superiority was a
major cause of campus conflict (Spiegel, 1969).
2. the established patterns of campus governance were
inadequate in their attempts to deal with continuous
disorder and pressure for rapid change and that
mobile dec is on-making processes were needed
(Smith, 1969).
It is interesting to note that Ma study of the relationships between campus
environments and student unrest concluded that institutions stressing opportunities
for personal growth had far fewer problems than those that did not" (Stern, 1969).
At the elementary and high school level much of the frustration and
dissatisfaction with structure, for both faculty and students, as well as with
traditional curriculum stems from the same kinds of dynamics operating that
were mentioned above. It is the hope of this author that this learning workshop
will bring to awareness and implementation the goals of Humanistic Education
and organizational development by allowing the participants to experience them,
and that the learning will be translated into humanizing the school system, the
individual classrooms, and one-to-one relationships.
Another purpose of this study is to offer a case study and humanistic
change model for potential practitioners in school development. While a few
11
attempts have been made at applying organizational development to schools, as
with Schmuck and Runkel (1970) in the Oregon public schools, there has been
little attempt to include personal growth in the basic lab design. Most of the
workshop focused on interpersonal growth only. It is hoped that this design may
offer an example of one form of participatory organizational development where
teachers and administrators can work together to create more fulfilling learning
env ironments.
A final rationale behind the potential need for and importance of this
dissertation centers on the state of children and students and their development
within the schools. Quite simply, they are not gaining the life skills or human
tools to enrich their lives or help them sort out the increasingly complex
problems of being alive in our society today.
It is easier to teach toward such specific objectives
and more generally to recognize and deal with the
child's need to know how to read, write, compute,
and to have some knowledge of his environment than
it is to recognize and deal with his need for a
satisfying self-definition, for constructive relation-
ships with others, and for some control over what
happens to him. The first set of needs is given
the overwhelming emphasis in our educational system.
The price that society pays for negative social
behavior—crime, discrimination, tensions, and
ultimately, widespread pathology— is high indeed
(Weinstein and Fantini, 1970).
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This investigator makes the following assumptions, then, as to what can be
possible goals for the lab:
1. That the participants would gain a sense of worth and under-
standing of what Humanistic Education is through his own
self-learning and through experiencing Values Clarification.
2. That individuals can develop better interpersonal skills in
laboratory training, such as communication and problem
solving tools, that will help them be more effective within
groups and organizations.
3. That on-going groups within organizations, given opportunities
to work together with specific tasks, can increase both
relationships and task behavior (effectiveness).
4. That combining these three areas will allow and foster a
kind of synergistic energy which will flow from individual
to group and into the organization.
5. That schools and organizations need to and can move onto
the Theory Y assumptions of McGregor (1960), and the results
will be powerful. That leaders (teachers and administrators)
need to look at the motivators a la Herzberg (1966), and
consider organizationally how they can help students and each
other move beyond the security and affiliation level of needs
to the esteem and self-actualization levels.
If some of these assumptions can be realized within the context of the laboratory
setting, and through the design itself, then it seems entirely possible that the
quality, both of the means and the ends, of education itself can be effected
positively. That for me would be a most desirable goal.
V. DEFINITIONS OF TRAINING COMPONENTS AND TERMS
Personal Growth refers to any kind of growing, both cognitive and
affective, in which the focus is on the individual. For the purpose of this training
model, the emphasis will be awareness of self and others within the setting of the
workshop.
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Humanistic Education is learning and experience which centers upon the
personal growth of the individual. The "self” is the primary curriculum and
individual awareness and growth are the ends. Experiential learning for
emotional growth is the focus.
Vajues Clarification is one method of learning within the larger frame-
work of Humanistic Education. Through the use of various strategies, or
vehicles, the learner is able to explore his values and those of others in a
number of areas such as family, leisure time, marriage, war, sex, money,
etc., areas that often cause individuals conflict and confusion in their Eves.
Typically, a number of the exercises allow the individual privacy and encourage
him to work alone. There is no attempt to "teach" values; rather the purpose
is to create an atmosphere where each person can explore and clarify his values
and the consequences of those values, both privately and within the framework
of groups. Simulation games, worksheets, journals, films, and a variety of
exercises help the participant do this.
Interpersonal Growth refers to any kind of growing or awareness that
derives from the interaction of two or more people. For example, the growing
may result from learning how others in the group see one's behavior and being-
told how one is perceived. One vehicle of interpersonal growth is human relations
training, using the dynamics—those interactions that occur within the group
—
of the group to learn about oneself and other people. Obviously, personal aware-
ness and growth may result from an experience that is essentially interpersonal.
Human Development Program (HDP) is one kind of human relations training
within a group setting. The vehicle for the interaction and development of the
14
human skills of listening, reflecting, self-expression, and accepting is the Magic
Circle, a circle in which eight to fourteen participants and the trainer-teacher-
facilitator explore themselves and each other every day through group interaction
in activities that are related to specific content topics within the three frameworks
of personal development: Awareness, Mastery, and Social Interaction. The goal
of the circle is to create an environment of trust and acceptance in which the
participants can experience success and self-awareness, and through the feelings
of acceptance and trust generated within the context of the circle the individual
gains cognitive understanding of himself and others.
Organizational Development (OD) is a complex educational strategy,
carefully planned and implemented to strengthen the human resources and processes
which in turn will permit the organization to better meet its objectives. For the
purpose of this study, the training model will concentrate upon aspects of
organizational theory and leadership theory to allow the participants to increase
awareness and experience within an organizational framework. Examples of the
kind of skill and understanding might be specific problem solving tools, experience
with different models of change, opportunity to increase diagnostic skills through
a case study approach, and to experiment with one’s own leadership style in the
lab setting. Particular attention will be paid to organizational understanding
that will help individuals and groups work more effectively on solving
organizational problems after the training lab is over.
15
VI. ORGANIZATION OF THE STUDY: METHODOLOGY
Given the purpose and the need for the study, the process for the
realization of it begins with a two-fold review of the literature. The first part
concentrates on a representative example of each of the three areas of growth
that the study wishes to integrate; therefore, within the framework of personal
growth, the review will center upon the technique of Values Clarification (see
definition of training components and terms). The focus will be upon the Human
Development Program as representative of interpersonal growth, using the
vehicle of the Magic Circle. The third area does not have a specific vehicle for
clarification. The review will concentrate upon the kinds of structured laboratory
workshops developed at the University of Massachusetts for the purpose of
increasing knowledge of organizational theory and expanding leadership effectiveness.
Closely related to this last point, the second aspect of the review of literature
in this study will center upon a number of the different types of training models used
to increase personal, interpersonal, and organizational growth. Among them
will be the models utilized by Lippitt, Blake and Mouton, Schein, and Gibb.
A second step in the process of the study is that the author will attend
various workshops and training laboratories to gain experiential learning in each
of the types of growth. This will include seminars and workshops in Values
Clarification, the Human Development Program, NTL personal growth and
communication labs, workshops in Change and Leadership and Decision Maxing,
and a four week 'Training of Trainers" at the Springfield Human Development
16
Center. In each ot the above examples, he will plan, organize, and implement
the same kind of workshop In a variety of situations from undergraduate courses
to principal and superintendent workshops.
Thirdly, the author will design a training model that will integrate the
three areas into a unified experience, either as a ten to fifteen session course, or
as a weekend to five day lab-workshop, in which the participant would learn what
the components of the model are, why the integration is necessary in the first
place, and develop some real understanding and expertise with the integration.
The implementation of the model within a school system or with a group of
teachers, students, and administrators is, along with the creation of the workshop
design, itself the real emphasis of the study. Some of the substeps of how the
model will be implemented are the following:
1. Increase cognitive understanding of the participants
through reading, lecturettes, films and discussions.
2. Through a lab setting or an on-going group, permit
Homan's concept of activities, interaction, and
sentiments to take place.
3. Attempt to create a positive, open climate in which exchange
and experimentation will take place.
4. Teach problem solving tools and build group dynamic
skills.
5. Attempt to set up "backhome" on-going groups.
6. Allow the participants to experience the components
of the integration.
Possible populations who might employ this method of change and growth:
1. Undergraduate teacher preparation.
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2. Inservice teacher training within a single school system
or for a group of schools, the emphasis being on
individual awareness and growth.
3. School development through teacher training, the
emphasis is being on OD and organizational effectiveness.
4. Principal/administrator workshop, introduction to
Humanistic Education, human relations, with a primary
focus on their relationship to school development and
effectiveness.
5. Community development.
Finally, the success or failure of the implementation of the training will
be determined by a pre and post workshop questionnaire and by an evaluation
instrument utilizing open-ended questions and semantic differential items to
assess attitudinal change. While ideally it would be helpful to determine
behavioral change in participants, this has been difficult if not impossible in the
past. Belasco and Trice (1969) speak of the problems of attempting to assess
behavioral change.
In addition to far greater investment in time, money,
personnel, and skill, the four major problems of
criterion, control, contamination and detective work
plague all efforts to assess change (p. 16).
VII. LIMITATIONS OF THE STUDY
1. The person designing the study is on the implementation team,
and will be the evaluator of the training model.
2. Since there is no control group, it will not be possible to
generalize from the data collected from the evaluation about
other populations.
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3. There will be essentially only one example and vehicle
for each of the areas of personal and interpersonal growth.
4. Time duration for evaluation of the training will be
limited to pre and post testing. Ideally, additional
follow-up studies over several months v’ould have helped
establish a sounder base for determining the effects
of the workshop-design upon personal, interpersonal,
and organizational growth.
VIII. ORGANIZATION OF THE REMAINDER OF THE STUDY
Chapter I includes the statement oJ the problem, the purpose and need
for the study, and finally outlines the methodology for the realization of the
study.
Chapter II deals with a review of the literature concentrating on three
specific examples of personal, interpersonal, and organizational growth. Also
included will be a review of some of the training models used in past growth
laboratories.
Chapter III is a layout and description of the training model emphasizing
the components of each area of growth and their integration.
Chapter IV will describe the process of implementation of the model.
Chapter V will consist of the evaluation of the training program, using
both formal and informal instruments.
Chapter VI presents reflections upon the workshop design and implementa-
tion, implications of the model, and recommendations for future efforts in the
area of school development.
CHAPTER II
REVIEW OF THE LITERATURE: APPROACHES TO PERSONAL,
INTERPERSONAL, AND ORGANIZATIONAL GROWTH
I. INTRODUCTION
The purpose of this dissertation is to make clear why these three avenues
of growth, personal, interpersonal, and organizationl, need to be integrated into
a logical, functional relationship, and to do this in the lab design. Chapter II,
then, is not so much a review of the literature as it is a review of some of the
kinds of personal, interpersonal, and organizational growth and techniques that are
used. In other words, the individual approach and process of growth in any of the
three areas may best be reviewed by presenting specific and representative models
and very briefly describing the process of each model. In some cases the author
attended workshops or seminars that presented unique and specific ways to growth.
For example, in the area of personal growth, courses in Transcendental Meditation
and Human Sexuality both offer important concepts and concrete experiences of how
people can grow: Neither course design nor experience is written up in the
literature. Therefore, for the reader of this dissertation, it is my intent to offer
a very brief overview of some of the various manners, ways, approaches, and models
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for growth that have been developed. For the purpose of clarity, this will be
done by arbitrarily organizing each area aa an entity, briefly introducing several
approaches or models, and then presenting a more in-depth analysis of one
specific model of growth exemplary of each area that will be further developed
and utilized in Chapters III and IV, the workshop itself, whose goal is the
aforementioned integration.
II. PERSONAL GROWTH
Definition
In general terms, personal growth refers to any kind of individual growing
that takes place for any reason. Within the context of the Human Potential
Movement, which intentionally plans and creates ways to help people realize
more of their potential for living, working, feeling, creating, understanding,
etc.
,
personal growth refers to the specific ways of growth which are systematically
planned and implemented by teachers, facilitators, or leaders who are responsible
for the organization and success of the growth experience. Within this kind of
designed laboratory, the growing may occur by oneself, through group inter-
action, or even within an organizational setting. What is important is that the
intent of the design is to encourage individual awareness and growth rather than
the change and growth of the group or organization.
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Models and Techniques
Movement Education. Typical of one type of personal growth experience
are those that center on the body and physical awareness to increase the
individual’s sense of self, power, control, and worth. As developed by Rudolph
Laban (1948) and Warren Lamb (1963), and as taught by people such as Marianne
Simon at the University of Massachusetts and Donna Forsythe at Boston University,
movement education might typically offer the personal growth experience in a
sequence of classes that builds self-understanding (the self-scientist metaphor)
through a number of non-verbal, physical exercises alone and with others that
encourage the individual to confront him/herself and others by using his/her own
body movement in ways that bring awareness of basic behavioral patterns. An
example of this might be to walk or run as one says his/her name, or to try to
enter non-verbally into a group that physically is closed—and then to explore and
analyze the feelings created through these experiences. How do I walk or run as
I say my name? Do I swagger, mince, tiptoe? What does this say about how I
feel about myself? When I face physical confrontation, do I become angry? Do I
feel repelled and try to break in? Do I want to try? The purpose of this kind of
growth is to explore, first through body responses and then through cognitive
processes or intellectual analysis, "Who am I?" "Do I like this?" and, "Are
there any ways to change or alter this behavior?" Such a course is designed to
expand one's sense of self-awareness through body movement.
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Bioenergetics. Bioenergetics, Yoga and Dance Therapy also come under
this general physical approach to spiritual and personal growth. Alexander
Lowen (1967), in his work in Bioenergetics, has spent several decades encouraging
a more integrated approach to therapy which will decrease the body-mind split,
and build the psychological health of the patient through an integration of body
and mind. Physical tightness and control become mirrored in the personality,
and mental disorders (worries) often are manifested in the body (ulcers). His
approach is to work on freeing both mind and body through exercises that help the
patient loosen and let go of control, thereby permitting him/her to experience
energy flows that may have been blocked for years. For example, the child who
was told not to cry or be angry may very well have learned how to shut down those
feelings, which then remain trapped in the body musculature over the years. If,
through exercises, the patient can release those trapped emotions, those unshed
tears, that anger, and frustration,,, etc.
,
he/she may be able to experience a kind
of peace and ease which were impossible as long as the past negative experiences
remained internally restricted.
Human Potential Labs. Both Jack Gibb, and his TORI approach to personal
growth, and Herb Otto offer well developed and articulated models of growth that
have been well documented. Otto's personal growth labs combine intensive
personal examination and use of group dynamics for supporting individual
exploration. Otto (1970) states:
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My group approach to the unfoldment of human potential
is essentially holistic. It is a total approach which
attempts to utilize as many aspects and vectors of the
whole man and his functioning as possible. Many of
my methods have both a humanistic and existential
emphasis. They stress the elements of choice and
decision. The thrust is on helping participants develop
an inner freedom of choice as a means of opening up
potentials. The underlying hypothesis here is that
people are functioning at a very small fraction of their
potential. Knowledge of this hypothesis is leading an
ever growing number of people to the awareness that
the small group is the best medium for actualizing
potential (pp. 2-3).
Otto emphasizes positive regard and stresses experiences which help individuals
realize their potential, using techniques such as "positive bombardment, " "life
planning, " and, "death in life" experiences to help individuals understand the
shortness of life, and hence the need to live in the "here and now" as fully and
completely as possible. Permission to try out new behavior, to dance, to open
up and "encounter" oneself and others is actively supported. The group itself
builds together and risk-taking becomes a norm as positive focus is maintained
and "no-failure" is understood.
Human Sexuality Workshops
.
Since human sexuality constantly emerges
as a primary concern in human lives—especially in our changing culture—
a
number of personal growth courses and laboratories have been developed to help
individuals become more at ease and to understand their sexuality—their drives,
needs, guilts, fantasies, etc. Donald Read, of Worcester State College, has
designed a 15-weeks (once a week for 3 hours) learning lab approach to human
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sexuality. The emphasis is on individual awareness and understanding. Growth,
and group dynamics and encounter methods are utilized. The students keep journals
on their experiences. Sessions are designed around these kinds of issues:
1. Sex roles in our culture.
2. Sexual deviation—a group from the Homophile League
visited.
3. Art and sexuality (use of slides, films, photos, to
explore one's feelings in relation to the media).
4. Sensitivity exploration through milling exercises,
elevations, hand and face conversations.
5. Use of Masters and Johnson films.
The outcome of this kind of experience is a greater sense of oneself as a sexual
being. It is not therapy, rather it is an attempt to allow learning and growing
in one of the most important areas that humans face.
Gestalt Therapy
.
Gestalt Therapy works on the concept that the person
with splits, issues that divide, confuse, and frustrate him/her, can gain aware-
ness, understanding and often synthesis of conflicts through a variety of techniques
and exercises that continually put the individual in the position of responsibility
and encourage trusting one's feelings and allowing energy changes and rushes to
guide who he/she is and becomes. Vague enough? A person struggling with a
sense of weakness because his/her father was overpoweringly strong and controlling
in his/her childhood is asked to speak to the father (an imaginary person in empty
chair) and to tell the father to leave him/her alone, to stop controlling him/her
etc. Often real feelings controlled for years emerge and give the person energy
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to fight against the internalized psychological controls of the father. This kind
of personal growth, like the others, is one way of building an individual's sense
of self in areas of power (control over what happens to one in life) connection,
and identity.
Values Clarification
. Other vehicles for personal growth of a somewhat
more intellectual and cognitive nature are Life Planning as developed by Herb
Sheppard, Personal Goal Setting of Ann Thomas, and Values Clarification of
Louis Raths, Merrill Harmin, and Sidney Simon. Values Clarification is
representative of these and will be presented here as a focus for the area of
personal growth, both in this chapter and in the actual design and implementation
of the workshop (Chapters I II and IV). The basic method of Values Clarification
is to offer a sequence of structured exercises that allows the participant to
explore his or her values and goals in a number of areas that often cause conflict
and confusion in life. This may be done with others, or alone. Some deceptively
simple, written exercises encourage the individual to examine who he/she is, what
he/she values, how he/she wants to build his/her life, and to begin taking steps
that will help to build the result or behavior he/she desires. Much of Values
Clarification is predicated on the belief that through examination and exploration
of one's values and beliefs, the individual can begin to sort out and direct some of
what so often "just happens to people. " As stated by Simon, Raths, and Harmon
(1966 ):
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We are primarily concerned with the process that a
person uses to get at a value, not with what value he
chooses at any one time and place—we are concerned
with the process of valuing and not particularly with the
product. In this way, we are squarely with the
instrumentalists-
,
those who see values not as eternal
truths, institutionalized and stable, but as instruments
that help one relate to the surrounding world of
people, things and ideas. For us it is less important
to know that a person values something than it is
to know how he arrived at that 'Value" 9p. 206).
Control and developing a sense of power or "I canness" are an essential part of
both the specific vehicle of Values Clarification and of the Human Potential
Movement. As society becomes more and more complex and change itself
—
in every aspect of life on the planet—escalates, there is an increasing need to
develop ways for each person to sort out, choose, reject, and in fact to create his
or her life.
The problems older and younger people in our
society have in confronting this question of having
more time and energy left over after work is done
can be seen most dramatically. How pitiful is the
older person left with time and energy but nothing
to do with them. In a similar situation are those
young people, perhaps the majority of them, for
whom schoolwork and family life are not adequately
fulfilling. And, is the situation different for the
increasing numbers of housewives who kill time
by running in circles? (Simon, et al
.
,
p. 11).
The emphasis in Values Clarification is not the teaching of societal or
even of individual values, but in aiding the student to develop a process for
creating his/her own value structures in every aspect of life that may cause him/
her conflict and confusion. The process of valuing (creating one's own value
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system) has a sequence of steps that are as follows;
1. Chosing freely without pressure;
2. Chosing from several alternatives;
3. Chosing after careful consideration of consequences;
4. Prizing and cherishing the value in one's life;
5. Publicly affirming;
6. Acting upon that choice; and
7. Acting consistently so that the act or value becomes
a pattern.
In order to build the skills and develop some kind of process of valuing, the
student engages in a number of exercises and experiences that offer a variety of
value choices and consequences. Specific techniques allow exploration in a number
of areas that traditionally have caused humans confusion and conflict:
Sex Religion Leisure time Death
Drugs Politics Money War
Fam i ly Marriage Work
Race Friendship Self-concept
When we consider this basic though hardly complete list and realize that most
young people before leaving high school have had to confront and try to solve
a myriad of problems within these general areas, it is perhaps easier to under-
stand why it may be far more difficult to be a young adult today than in any other
previous age.
Could it be, we wonder, that the pace and
complexity of modern life has to exacerbated
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the problem of deciding what is good and what
is right and what is worthy and what is desirable
that large numbers of children are finding it
increasingly bewildering, even overwhelming, to
decide what is worth valuing, what is worth one's
time and energy? (Simon, et al
.
, p. 7).
There is a decided attempt to create a climate of trust and acceptance in which
there are no right or wrong answers, and to insure the right of the individual not
to participate if the given exercise seems too threatening. Values Clarification is
one technique that intends to build positive self-concept through experiential
learning. It concentrates on the individual's sense of self, pride, hope, and
offers him/her a way of chosing, sorting out, designing a life with goals,
directions, and fulfillment.
One specific exercise that is representative of Values Clarification is the
"Twenty Love List. " The student is asked to list as many things that he or she
loves to do in his life, from the seemingly most insignificant, such as taking a
walk, to the most centrally important, such as time with friends. After listing
as many as possible, the student is then given some annotations to help him/her
process what the list says about his/her life, values, consistencies and patterns.
Some annotations are the following:
1. A-P signifying the experience is done alone (A), or
with people (P);
2. "$" that the experiences costs more than $1. 00;
3. "-2" that the experience is less than two years old
(i.e.
,
two years ago it wouldn't have been on the list);
4. "*5" the five that are most important;
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5. "S M for sensual loves; and the
6. DATE of the last time you did it.
One goal of this rather simple inventory exercise is to help the individual
look at his/her life in terms of things he/she says he loves, find out if he/she is a
"loner” or "people" person, see if he/she essentially does things that cost money,
find out if he/she is doing the things he/she loves to do or not, etc. It is an
exercise that looks at one's identity—a tool in the bag of a self-scientist. The goal
of Values Clarification is to build self-awareness and strength and direction in the
participant. Both the method and specific vehicles of Values Clarification will
be utilized in depth in Chapters III and IV.
III. INTERPERSONAL GROWTH
Definition
For the context of this study, interpersonal growth refers to group
learning situations in which the learning stems from the kinds of dynamics that
result when a group of people spend concentrated time together with the intent of
focusing on those dynamics. This learning can be, of course, of a highly personal
nature, but unlike purely personal growth situations, in which the group functioning
is not of primary importance, in interpersonal growth the group creates the
learning, and the dynamics of the group. What goes on within the group and why
is essential.
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Models and Techniques
—
ainin £ Grou PS - Tho classic group for learning with primary emphasis
on the interactions of the group and how the individual functions within that group
is the T-group (training group). With the help of the facilitator-leader, a group
of 10-14 people without a task spend a number (10) of session of two to three hours
together studying basic group dynamics:
1. How does the group "do" something? (i.e.
,
the
process of decision making.
)
2. Who emerges as leader/leaders?
3. How does the group handle conflict?
4. When and how can trust grow?
5. Learning to give information of perception to each
other.
6. Becoming aware of both personal roles and norms
of behavior that develop in the group.
7. Experiencing the stages through which most
unstructured groups move.
Businesses have been using this kind of group for years to help managers and
employees learn more about themselves in relation to others and how to work
more effectively within the framework of large group settings. The uncertainty,
excitement, and extraordinary potential of the T-group may be sensed in the
following quote. The example is taken from the work of Chris Argyris (1967), and
took place when a president and nine vice presidents of a large industrial
organization went to a retreat for a week to discuss their problems.
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At the outset, after defining the objectives of this
educational experience, the seminar leader said, in
effect, "O. K. Let's go. " There was a very loud
silence and someone said, "What do you want us to
do?"
(Silence.
)
"Where's the agenda?"
(Silence.
"Look, here, what's going on ? Aren't you
going to lead this ?"
(Silence.
"1 didn't come up here to feel my stomach
move. What's up?"
(Silence.
"Fellows, if he doesn't speak in five minutes,
I'm getting out of here."
"Gentlemen," said the treasurer, "We've paid
for the day, so let's remain at least until five. "
"You know, there's something funny going on
here.
"
"What's funny about it?"
"Well, up until a few minutes ago we trusted this
man enough that all of us were willing to leave
the company for a week. Now we dislike him.
Why? He hasn't done anything."
"That's right. And it's his job to do something.
He's the leader and he ought to lead. "
"But I'm learning something already about how
we react under these conditions. I honestly feel
uncomfortable and somewhat fearful. Does
anybody else?"
"That's interesting that you mention fear, because
I think that we run the company by fear. "
The president turned slightly red and became
annoyed: "I don't think that we run this company
by fear and I don't think you should have said that. "
A loud silence followed. The vice president thought
fora moment, took a breath, looked the president
straight in the eye and said, "I still think we run this
company by fear and I agree with you. I should not
have said it.
"
The group laughed and the tension was broken.
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"I'm sorry, " the president said. "i wanted
all you fellows with me here so that we can try
to develop a higher sense of openness and trust.
The first one that really levels with us, I let
him have it. I'm sorry—but it isn’t easy to
hear about management by fear.
. .
"
"And it's not easy to tell you. "
"Why not? Haven't I told you that my door is
open ?"
And the group plunged into the issue of how they
judge the openness of a person—by the way he
speaks or by the way he behaves ? (p. 66).
Ken Benne, Leland Bradford, and Ronald Lippitt were responsible for developing
the basic T-group structure and process that is still widely used in the
National Training Laboratories and in training programs throughout the country.
Group Labs
. There are a number of kinds of training groups that
meet with very specific purposes and learning functions. Various laboratory
trainings offer communication workshops in which groups are trained in methods
of better communication, concentrating on the following kinds of issues:
1. Listening skills, with reflecting accuracy emphasized.
2. Feedback vehicles to help individuals see how they are
perceived.
3. Development of nonverbal communication sensitivity
through nonverbal exercises such as milling, hand
conversations.
4. Working with a partner to take turns observing each
other as to listening, nonverbal behavior, clarity of
communication, etc.
Often this kind of interpersonal group builds the skills necessary for effective
functioning of a group and then employs them in what is called a task group
—
any group that comes together to work on a specific job. Research indicates
that groups with training in bothtask skills (knowledge of how to accomplish the
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job, technical skills, motivation, etc.
) and maintenance skills (the understanding
of group process and dynamics, in other words, the human side of the job
involving people's feelings, commitments, Involvement, etc.) have a much
better chance of working effectively and efficiently together.
Within the complex organizations, which are made
up of both formal and informal groups, the greatest
productivity was achieved when there was a high
degree of participation, maximum joint responsibility
for decision-making, and maximum freedom of
expression (Leavitt, 1955, p. 12).
Since many of these skills and concepts can be taught and practiced, much of the
learning of skill labs and T-groups is immediately applicable to any kind of task
group or support system, whether it be a town planning and zoning committee or a
classroom setting within a school.
Conjoint Family Therapy
. A somewhat different approach to interpersonal
growth is "conjoint family therapy, " a model developed by Virginia Satir which
brings families together to work on communication, such as effective and ineffective
listening, nonverbal communication, and role playing, with different members of
families changing roles and representing a different person in their family, and,
to work on solving family problems such as authority issues, limiting roles that
males and females within which a family may be confined, and how to utilize
conflict for growth within a family. Satir approaches this kind of therapy by
working with the family as a whole.
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Thejluman Development Program. Another educational model in the
area of interpersonal growth, which is also to be the focus for this case study
in Chapters III and IV, is the Human Development Program, in which 8-14
children or adults explore themselves and their relations with others in a
carefully organized human relations setting, the vehicle being the Magic Circle.
For approximately twenty minutes a day, the learners, with a leader-facilitator,
explore topics that are planned and carefully sequenced to help build an
atmosphere of trust and support among the group while one learns about oneself
and others.
Social and emotional development requires
exploration of one’s own feelings, expectations,
and emotionally charged values; and the sharing
of information about oneself. Traditionally,
however, the schools have been heavily oriented
toward 'head' learning, leaving the education of
'heart' to home and church. Recently, in
widespread challenges to the effectiveness of the
schools, it has been recognized that the whole
child-head and heart- comes to school and must
be dealt with as he comes (Bissell, 1971, p. 4).
The topics which the facilitator presents each day are drawn from three
areas of psychological development, awareness, social interaction and mastery,
direct parallels to identity, connectedness and power as the three frameworks
of self-exploration in "Humanistic Education. " Thus, a representation of topics
under the heading of awareness might be: "If I had three wishes, " "a thought
that keeps coming back, " " I know the results of a behavior of mine, " or, "I
got very mad at someone. " Examples of the catetory of social interaction
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would be, "I wanted to help, but didn't know what to say, » Somebody would not
let me play with him, » or, "when I had a chance to share in a decision for the
class. " The third area is that of mastery: "How I tricked someone, " "a problem
I still can't solve," or, "I did something that I am proud of. "
The process of the Magic Circle is as follows: the teacher will present
the topic or seed sentence of the day and then any child who wishes to is allowed
to respond and complete the sentence; for example, 'If I had three wishes. "
At the conclusion of each child's statement there is no discussion or argument
about what the child said, but the leader asks if another child in the group could
repeat back what the first child has just said. Then the first child is asked if
that was what he/she said and would he/she like to add to it. Then the Circle
continues with any child speaking who would like to.
The aim of the Human Development Program is to increase human skills
of empathy and communication. The designer of the program, Harold Biss ell,
realized after years of work as a therapist that:
Most patients in psychotherapy are middle-aged,
middle-class and educated; they function
tolerably well as jobholders, parents, and
citizens. They are also men and women bitterly
disappointed with the quality of their lives, who
have sought help from the professional therapist
because their disappointment has become un-
bearable. For the therapist as well as for such
people, the treatment is a painful and frustrating
experience. For these reasons the Human Develop-
ment Program turned, looking for a better approach,
to the very young school child, to see if effective,
large-scale preventive measures could be taken
that would assure normal, healthy emotional
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growth, much as a sound, balanced diet can ensure
the development of children who are physically
normal and healthy, (1970, p. 1).
In summary, the goals of the Human Development Program, which are worked
at on a daily, sequential basis, are the following:
1. Teach the child reflective listening
2. Create an atmosphere of acceptance where child
can learn to share and grow emotionally.
3. Build empathy through learning to accept other's
feelings.
4. Develop sense of self and others.
5. Increase self-expression skills.
IV. ORGANIZATIONAL GROWTH
Definition
The fourth section of this chapter will examine some of the literature
concerned with the ways in which organizations grow. While the chapter is
called review of literature, in this case the review will center on specific
models and processes that attempt to help organizations grow. In this study,
the term organizational development (O.D.) will be used to refer to the very
young science that is concerned with helping organizations grow. More
specifically, organizational development may be defined as deliberate, planned,
and implemented change efforts focused on the organization and the organizational
processes, using behavioral science knowledge and theory. O.D. is an ongoing
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process and should not be seen as a single action or event. For schools, as
well as businesses which have utilised many of the concepts of O.D. long before
schools or universities have employed them, the definition formulated by
Lippitt (1969) that O.D. is, "The strengthening of those human processes in
organizations which improve the functioning of the organic systems so as to
achieve objectives" ;p. 4) seems to be in keeping with the directions and goals
of this study.
Models and Techniques
The_ Managerial Gr id Training Model. The Managerial Grid, designed
by Robert Blake and Jane Mouton, distinguishes five types of managerial behavior
that are based on two variables found in most leader
-manager behavior in
organizations. For the purposes of managerial training in organizations, the two
variables of behavior, concern for output or task, and concern for the human
resources or consideration, are plotted on a grid. Each behavior is represented
on a scale of one to nine, one being minimum concern, nine being maximum
concern. The five styles of management that emerge are: one-one, minimum
concern for both people and productivity; one-nine, minimum concern for people,
maximum for productivity; nine-one, maximum concern for people, minimum for
productivity; nine-nine, maximum concern for both people and productivity; and
five-five, average concern for people and productivity.
The very specific intent of the Grid Training Model is to train managers
in an organization to be "nine-nine" leaders, that is, to have maximum concern
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for both people and productivity. The grid training is implemented over a period
of one to three years and much of the training is taken over by people within
the organization itself, thus effecting the organization in an ongoing manner,
a goal often omitted from many organizations. While the model begins with
creating a style of manager, the implications of a nine-nine "team" style
directly affect the total organization in terms of decision making, communications
systems, problem solving ability, and overall climate. As a basic, underlying
philosophy, Black and Mouton (1969) stress that:
Systematic development provides a positive
alternative to both evolution and revolution.
Creating models of excellence through Grid
Organization Development is a basic strategy
of change which puts all the concepts, skills,
techniques, strategies, and tactics required
to effect planned change into the heads, hearts,
and hands of those who lead, manage, and work.
It is a way of restoring or strengthening the thrust
of corporate profitability and simultaneously reducing
those aspects of corporate culture which constitute
drag. It promotes reason, not resistance;
rewards creativity, not conformity; evokes
dedication, not dismay, (p. 9).
The program is often implemented in a one week training period with systematic
and careful followup. In addition to business and industry, the Managerial Grid
training has been utilized in government agencies, hospitals, and
school systems.
Process Consultation Model. The process consultation model
as developed
by Edgar Schein establishes a unique relationship with a
consultant and an
organization in which the consultant primarily observes and
’feeds-back" the
various processes of communication, decisionmaking,
problem solving, etc.,
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to the people (client) involved. The consultant's job is notto solve the problems
within the organization but to work with the group or groups who are having
difficulties and to help them diagnose the problem, discuss it, and move toward the
generation of alternative solutions. More exactly, then, process consultation
as defined by Schein (1969) is: "A set of activities on the part of the consultant
which help the client to perceive, understand, and act upon process events
which occur in the client's environment," (p. 9).
The consultant has little "position power, " and so the degree of trust and
acceptance at all levels within the organization that he/she establishes is
essential. At times the process consultant must intervene in a variety of ways:
1. Give information and suggestions to help the process.
2. Alleviate frustration that may become counter-
productive if carried too far.
3. Protect people who are risk-taking in a climate that
is/may be growing more open to shared problem
solving.
4. Share expertise, either in lecture, written information, or
media presentations that will create the skills and
knowledge to ensure an ongoing process of O. D.
once the consultant. leaves.
5. Help the client diagnose his/her own situation.
The balance between solving problems for others and helping others to
solve their own problems is delicate, and it is this balance which the process
consultant must strive to achieve. While the process consultant helps build
tools and skills within the organization, the utlimate solutions must lie not with
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the consultant but with the management and human resources. The consultant’s
job is to help surface both the problems and the solutions to those problems
inherent in the organization. The process consultant would need to observe
planning, work, and decision, making sessions over a period of time and the
relationships should be an ongoing one.
L ippitt, Watson, and Wes tie v Model
. While s imilar to both Sche in's
Process Consultation Model and Blake-Mouton’s Managerial Grid as to how
organizations change and grow in a planned fashion, the basic guidelines of the
Lippitt, Watson, and Westley Model are unique enough to be presented in a
review of O. D. literature. Lippitt (1969) saw O.D. as, "the strengthening of
those human processes in organizations which improve the functioning of the
organic systems so as to achieve objectives" (p. 4). Within that general
philosophy toward organizational development, the model of change presents
these specific steps in the client-consultant relationship:
1. The development of a need for change.
2. The establishment of a change relationship.
3. The clarification or diagnosis of the client system's
problem.
4. The examination of alternative routes and goals,
establishing goals and intentions of actions.
5. The transformation of intentions into actual change
efforts
.
6. The generalization and stabilization of change.
7. Achieving a terminal relationship. (Lippitt, Watson,
Westley, 1958).
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jjighland Park Junior High School Project. The use of O. D. as applied
to a junior high school by Richard Schmuck and Philip Runkel (1970) is note-
worthy in that it represents one of the first documented systematic organizational
approaches to school change and development. Their final report includes all
aspects of planning from initial intervention, to strategies for change, to
implementation and evaluation. Utilizing the basic O. D. concepts of Argyris,
Bennis, Schein, etc.
,
that schools as well as organizations must empby a more
democratic decision making process in order to involve both faculty and students,
Schmuck and Runkel developed their lab around increasing skills in interpersonal
communications. It was assumed that the overall level of organizational problem
solving of the faculty and administrators could be increased bv bettering
communication skills.
By using a training group model as central to the workshop design, the
leaders concentrated on group skills rather than individual skills, focusing on
building teamwork and communication through existing and functioning groups
within the school organization.
The results demonstrated that communication and
group problem solving .in a school faculty can be
improved without changing the formal hierarchy
of responsibility. The staff became more
knowledgeable about existing communication
channels, facilitating the wider use of staff
resources and team teaching groups (p. 101),
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-Implementing the Organi zation Renewal Process (ITORP}
Developed from the writings of Gordon Lippitt, ITORP is a very specific
training model for organizational growth implemented during a two and one-half
day program. It is designed so that it may be utilized for either groups of
managers and leaders within individual organizations of almost any type, or for
individual participants who may be trained as a ’'stranger” group.
The program utilizes the following kinds of learning experiences: reading,
small group exercises concentrating on both task and process, individual learning
instruments, lectures and presentations by trainers, analysis of five films on
organizational renewal, and case studies.
ITORP is designed for five sessions of three to four hours each. A brief
summary of each of the sessions which are flexible, depending upon the organization
and needs of the group, follows
:
1. Understanding the growth potential of an organization.
Each participant will diagnose his/her own organization’s
stage of growth. An analysis of management functions
appropriate to different stages of growth will be explored.
Instruments will be offered to help the members examine
their goals and begin to conceptualize the initial steps
in organizational renewal.
2. Developing Communications for Improved Organizational
Effectiveness
.
Each participant will experience and learn basic
communication skills necessary for beginning free flow
of communication with the organization. He/she will
also begin to analyze his/her own communication
patterns and needs at the personal, group, and
organization levels.
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3. Developing Organization Teamwork.
An important part of ITORP is to increase small
group sensitivity of individual members through
intensive experience within a small group setting.
Various situations are planned in which participants
can experience, process, and evaluate levels of
effectiveness within their own organizational terms.
4. Coping with Change.
Planned change is an essential part of organizational
renewal; to develop the skills necessary to better deal
with problems and bring about change, participants
are to identify an actual organization problem that they
are involved with and then are taught the basic problem
solving tool, the Force Field Analysis. Other diagnostic
tools are presented and used to help the participants
begin the renewal process in their back-home situations.
5. Implementing Renewal in an Organization.
Since O.D. is an on-going process, the participants in
ITORP are trained to use concepts and methods for
initiating and maintaining the process of organizational
renewal within their own organization. Particular
attention is paid to helping the participant develop
organizational and leadership skills to enable him/her
to plan and carry out a training and development
program on the organizational level back home.
Organizational Behavior in Schools: A Leadership and Organizational
Development Model. The final model presented in this review of literature and
training models in the area of organizational growth is the Life Cycle Theory of
Leadership developed by Paul Hersey and Kenneth Blanchard. For the purpose of
this review, it will be considered to be representative of various approaches to
O.D.
,
and will be utilized in the workshop itself as a method and vehicle for
increasing organizational efficiency and growth. The Life Cycle Theory has
44
been a basic framework for training leaders, both in top management training
in a variety of industrial and governmental agencies by Hersey and in a variety
of educational settings, university and large public school systems, by Blanchard.
At this point it would seem helpful to distinguish between the workshop
model itself, as developed by Hersey and Blanchard, and the Life Cycle Theory
of Leadership, also developed by Hersey and Blanchard (1969). The workshop
model is usually organized around a three to five day period in an intensive
laboratory setting. As implemented by Blanchard for teachers and school
administrators, this workshop is called "Organizational Behavior in Schools,"
and the goals are as follows:
1„ To increase participants’ knowledge in the area of
organizational and leadership theory.
2. To help participants begin to apply organizational
theory to the analysis of "real-life" situations.
3. To increase participants* understanding of how
problem solving groups operate.
4. To help participants understand more about how
they behave in problem solving groups.
This particular model and workshop examines and utilizes the works of
many of the important authors in the behavioral science field. Aspects of their
contributions are included within the lab design. For example, these men and
their works are dealt with:
1. Maslow's Hierarchy of Needs as it applies to motivation
and the leader's necessary analysis of followers.
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2. Herzberg's theory of Hygiene and Motivators.
3. McGregor's Theory X and Theory Y.
4. Argyris' Theory of Maturity-Immaturity.
5. Likert's System 1-4 approach to analyzing
organizational climate.
An important dimension to the workshop is the building of on-going work
groups that meet regularly over the three- to five-day period. While they are
regularly involved in very specific taste including diagnosing case studies and
films, and experiencing simulation games together, an important focus of the
groups is to regularly examine and discuss the relationships and dynamics within
the group and thus to increase sensitivity to other's needs, feelings, and
behaviors.
The workshop is organized around the focal point of the Life Cycle Theory
of Leadership; thus, there is a model within a training model, and perhaps a fifth
goal of the workshop would be a thorough cognitive and experiential background
in application of the Life Cycle Theory. The theory is an approach to leadership
which examines in depth the concepts of the leader role, the "maturity" level
of the followers, situational demands, and especially considers the amount of
direction (task behavior), and the amount of socio-emotional support (relation-
ship behavior) a leader must provide. It stresses that there is no "best" style of
leadership and that the leader who wishes to be most effective must be able to
alter his/her style of leadership according to the maturity level of the followers
and to the situation. Maturity is defined in this situational leadership theory
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by the achievement-motivation, the willingness and abiiity to take responsibility
and task relevant education and experience of the individual or the group.
Therefore, the leader attempts to modify his/her style to meet the maturity
level of the followers: thus, this is a situational rather than an attitudinal
model. The goal of the leader, and the conscious purpose of the theory, is to
help move the followers toward maturity and thus "work him-/herself out of the
traditional job directing, controlling, and supervising subordinates. " Figure 1
illustrates the basic leader behavior styles and Figure 2 illustrates the Life
Cycle Theory by plotting a line from the bottom right corner to the bottom left
which represents the appropriate leader behavior at any given time based upon
the maturity level of his followers (Hersey and Blanchard, 1972),
High High Task
Relationships and
and High
Low Task Relationships
Low Toik High Task
and and
Low Low
Relationships Relationships
EFFECTIVE STYLES
(Low) Task Behovior (High) (Mature)
1
(Immature)
ABOVE
|
AVERAGE BELOW
AVERAGE 1 MATURITY AVERAGE
Figure 1: The Basic Leader Behavior
Styles
Figure 2: The Life Cycle Model
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While the emphasis of both the Life Cycle Theory and the workshop
,s on
Leadership and Decision Making, the model is immediately relevant and
applicable to any organization which is looking for ways to change and grow
through an O.D. approach. It is the hope of this author to introduce a modified
version of this model into his lab design in order to realize the third goal of the
design (organizational growth) within the given school population. Many of the
goals of organizational growth could be realized through the presentation and
experience of this model and workshop:
lo An opportunity to experience shared leadership
(ideally with children, parents, teachers, and
administrators),
2. The experience of interaction and subsequent sentiments,
3. Group experience in decision making,
4. Cognitive and theoretical background in an organizational
and leadership framework,
5„ Real live problem solving experiences (and appropriate
"tools of the trade"),
6. Collaboration,
7. Confrontation of traditional non-communicative
factions through the safety of simulation and
communication experiences.
Ideally most or all of these dynamics would occur during the workshop.
In conclusion, the Life Cycle Theory within the context of the workshop
model, "Organizational Behavior in Schools, " offers one very concrete approach
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to organizational development. The model examines and seeks to develop
cognitive understanding and experiential learning about leadership, motivation,
and change. It stresses shared decision making as one way of getting people
involved, and believes, as Kahn and Morse (1951) do; that
One criterion of organizational effectiveness then
becomes the extent to which the organization
facilitates or thwarts the maximization of need
satisfaction on the part of the members (p. 8).
The author hopes to include a number of aspects of this model, especially the
Life Cycle Theory, as a central conceptual framework for faculty and
administrators to work with, within his own integrated workshop design for
school development.
V. SUMMARY
Summar y
This chapter has attempted to give a general overview of the literature,
models, experiences, and approaches in three areas of planned growth: personal,
interpersonal, and organizational. Under each heading, several examples were
briefly presented to give the reader a general idea of what each category includes
and what some of the goals for a particular approach might be. Secondly, within
each general category, the author selected one model or vehicle which was
expanded as representative of the general area: for personal growth, the vehicle
was Values Clarification; for interpersonal growth, the Human Development
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Program was offered; and, for organizational growth, the model was that of the
Life Cycle Theory of Leadership within the context of a workshop model called
’’Organizational Behavior in Schools. "
These models are important because they are the central organizing
frameworks which will be integrated in the design of the workshop (Chapter 111)
and then implemented in the workshop itself (Chapter IV).
CHAPTER III
DESIGN OF THE WORKSHOP
I. INTRODUCTION
Regarding the sequence of the development of this dissertation, both the
proposal for the dissertation and the review of the literature, Chapters I and
II* were written prior to the establishment of a relationship with an actual
school in which the workshop design might be implemented. The opportunity to
develop a relationship with a school and to create a workshop plan around the
particular needs and goals of that school came with the meeting and consequent
establishment of a relationship with the Headmaster of the Fenn School, a small
private boys school near Boston. Kim Smith, the Headmaster, was interested in
bringing many of the ideas of Humanistic Education and organizational development
to his school and from the first meeting explored the possibility of a workshop
setting for his entire faculty that would introduce them to Humanistic Education
and "help them work more effectively with a greater degree of trust and
cooperation. "
The development of my relationship with the Headmaster and the Fenn
School is carefully described in the early stages of Chapter IV, which is concerned
with the "how," the process of implementing the workshop described in Chapter
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III. During those preliminary conversations, a variety of important Issues
were shared and discussed. Considerable time was spent with important and
specific situational variables that made the workshop unique for Fenn School.
Among them were the number of people to be involved, whether spouses of
faculty would be asked to participate as well, the timing of the workshop, setting,
etc. Equally important, if not more so, were the kinds of philosophical variables
that grew out of our conversations and input from the Headmaster. They included
examination of the central goals of the school, how the Headmaster saw his job in
relationship to those goals, how the faculty could or would be involved in the
planning of the workshop, and what the intentions and goals of an integrated
workshop in personal, interpersonal, and organizational growth for that particular
school would be. These philosophical and situational variables greatly influenced
both the sequence and content of the final design of the workshop. From these
discussions and sharings, and my previous workshop experience, came the
workshop design that is presented in the following chapter.
Finally, a word on the design. At first my intent was to divide the lab
into three quite clearly delineated sections of personal, interpersonal, and
organizational growth; however, that division seemed both arbitrary and not
"organic" in concept. As mentioned in Chapter I, one goal of this workshop is
to try to integrate the three areas; therefore, the flow of the original design
(Chapter III), and of the workshop itself (Chapter IV), is not carefully divided
into sections. Generally speaking, however, the lab begins with more of an
52
emphasis on personal awareness and growth; it moves on the second day toward
a focus on communication and interpersonal relations. Fenn II, the second
part of the workshop, which took place a month after Fenn I, continues with
communication and interpersonal growth, and then evolves into organizational
directions and goals.
The rationale for beginning with the personal growth aspect of the work-
shop is based on the concept that until people become personally involved and
committed to a workshop, there will be little willingness to move on to organiza-
tional goals and growth in that workshop setting. As personal goals are identified
and involvement begins to take place, there can be a flow of excitement and
enthusiasm that can build into team and organizational committment. Using this
concept, the essential goal that must be realized is to create an atmosphere of
openness and trust where both risk taking and voluntary disclosure can occur.
Experiences that have a personal and positive focus and a building of shared
communication skills can help the group develop norms of trust and openness
which may then be utilized and focused upon the accomplishment of both personal
and organizational growth and goals.
My goals and philosophy as to how personal, interpersonal, and
organizational growth take place, coupled with extensive conversations with the
Headmaster, and attempting to incorporate the situational and philosophical
variables of him and the school, resulted in the workshop design of Chapter III.
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The implementation of that workshop takes place in Chapter IV; while Chapter V
deals with both the formal and informal evaluation, Chapter VI presents a summary
and recommendations and offers personal learnings of this author that grew out
of this workshop design and implementation.
II. OUTLINE OF THE WORKSHOP
What follows is a skeleton outline of the workshop design. This outline
is presented here to enable the reader to gain a quick overview of the sequencing
of workshop activities before examining the detailed description of the workshop
design which comprises the major portion of this chapter.
DAY ONE
9:00-9:15 Introduction
9:15-9:45 Nametags
9:45-10:00 Pre Workshop Questionnaire
10:00-10:30 Twenty Love List
10:30-10:45 Coffee Break
10:45-11:30 Alligator River
11:30-12:00 Processing of Alligator River
12:00-1:00 Lunch
1:00-1:45 Blue Plate Special
1:45-2:05 View the Film, The Sixties
2:05-2:20 Here and Now Wheel
2:20-2:30 Coffee
2:30-3:30 Work Groups on The Sixties
3:30-3:45 Work Groups report back
3:45-4:00 Closure Day One
TWO
9:00-9:10 Proud Whip
9:10-9:20 Excerpts from Feedback Letters
9:20-9:30 Setting Agenda
DAY TWO (Continued)
9 :30- 10:00
10 :00- 11:00
11 :00- 11:15
11 : 15 -12:00
12 :00- 12:15
12 : 15 -1:30
1 :30 -2:30
Theory Input
Communication Skill Building
Coffee Break
Human Development Program
Processing the Magic Circle
Lunch
Closure Day Two
DAY THREE
4 :00 -4:15
4 :15 -4:30
4 :30-5:00
5 :00-5:40
5 :40-6:00
6 :00-7:30
7 : 30 - 8:00
8 :00 - 8:30
8 :30 - 8:45
8 :45 -9:05
9 :05 -9:30
9 :30 - 9:45
Introduction
Here and Now Wheel
Concentric Circles
Fallout Shelter
Processing of Fallout Shelter
Dinner and Wine
Large Group
Theory Presentation
Fantasy of Junior High
View the Film, Skater Pater
Process and Sharing of Skater Pater
Closure
DAY FOUR
9 :00- 9:15
9 :15 -9:45
9 :45 - 10:30
10 :30- 10:45
10 :45- 11:30
11 :30-12:00
12 :00-1:00
1 :00-1:20
1 :20- 1:40
1 :40-2:00
2 :00 -3:00
3 :00- 3:30
3 :30-4:00
"Are You Someone Who.
. .
?"
Life Cycle Theory of Leadership
Role Playing
Coffee Break
Processing of Role Playing
"Neighbors" and Large Group
Lunch
Brainstorming
Brainstorm Fenn Issues
Force Field Analysis
Problem Solving Groups on Fenn Issues
Report back
Closure
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III. DESIGN OF THE WORKSHOP
Day One
9:00-9:15 Introduction
A. Personal
1. Short talk about the relationship between Kim
and myself, my sense of his openness, and how
I came to be there;
2. My sense of the school, its goals and openness;
3. My own background in a similar private school that
was both nearby and a day school; my teaching in
two private schools, one boarding and the other day;
4. My pleasure in being asked to work with Fenn
Sc hool.
B. Goals for the workshop
1. An introduction to Humanistic Education and Values
Clarification;
2. School development for Fenn;
3. Personal growth as well as focus on the classroom;
4. Team building, getting to know each other since there
were a number of people who were new to the faculty
this year;
5. A wish for fun and excitement in being together.
9:15-9:45 Nametags
Goals :
1. To allow participants to begin to know each other
in a positive, fun way;
2. To encourage sharing;
3. To start to increase communication skills by
asking people to focus on the other person and
to let him have the "spotlight" for the time they
are talking.
4. A loosening up, phys ical movement, and setting
norms of positive, personal disclosure.
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Description
An introductory exercise that allows people to begin
to pet to know each other. Participants are asked to
put the name that they wish to be called in the center
of a three by five file card. Top left of the card is
piven the catepory of "places
.
" People list three
places such as the place where they were born, a
place that they have dreamed of visitinp someday,
and a place where their values underwent a major
change. Top right category is "Dates. " They list
the date that they learned to ride a bike, the date that
they did their best job as a teacher. Bottom left on
the card is "people" the first being one's best child-
aood friend, second, the teacher, coach or mentor
that made the greatest impact on one's development,
third a person in fiction or real life that one identifies
with. In the remaining corner, the participants are
asked to fill in as many "ing" words that describe
themselves as possible, making up words whenever
necessary.
Process
:
Once the nametags are filled out, the participants
are given either a pin or a piece of tape to affix
the tag to their clothes. They are asked to stand
and for a few minutes to walk around the room and
read as many nametags as possible without any
conversation. Next, they form into proups of
three and take the category of "places" and share
one place with the other two people. Each person
takes about a minute or two to do this. Then the
groups split up and new triads form to share the
second category in the same way. The process
continues in the same way until each corner of
the card is shared.
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9 :45-10 :00 Pre-workshop Questionnaire
Description: See Appendix A.
Goals
:
As stated in Chapter I, one objective of this case
study was to administer a pre- and post-workshop
questionnaire to determine on an attitudinal level
what the impact of the workshop on the individuals
was in the areas of personal, interpersonal, and
organizational growth.
10:00-10:30
—
Twenty Loves List
Goals
1. To have people experience one of the central
concepts of Values Clarification and Humanistic
Education, that is to look at one's patterns,
and how one fills one's life.
2. To legitimize focusing on the "self. "
3. To begin to develop a repetoire of inventory
experiences, which is part of the idea of each
person and student being a "self-scientist. "
4. Within the large group, for those who share,
the goal is letting others know more of you,
and being able to make statements of ownership
about ones life, patterns, and values.
Description:
People are asked to list as many things that they
love to do as fast as possible. They are told that
this list is private and they will not have to share
it. Any kind of activity such as walking, sitting
in the bathtub, sleeping late, is appropriate for
this list. After four or five minutes, the following
annotations are given, one at a time so people can
put down the annotation beside each item on their
list for which it fits:
1. "P" if this item is shared with people; "A"
if the activity is basically done alone, by
oneself.
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2. beside each item where the activity
essentially costs money to do.
3. "-2” beside each thing on the list that
wouldn't have been there two years ago.
4. S' for any item on the list that is sensual
in your enjoyment.
5. Put the date of the last time you did each
love.
Process :
People work alone in this activity. After the
annotations, in the total circle, any people who wish
may share with the large group beginning a sentence
in the following way: "I learned that I.
. .
" or, "I
became aware of.
. .
as I did this list, " or "I
realized that I.
. .
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10 :30-10 :45
—
Coffee Break
10 :45-ll :30 Alligator River
Goals :
1. More getting to know.
2. Generate excitement, discussion, and increased
awareness of Humanistic Education through
experience.
3. To work together as a group.
4. To clarify values.
5. To consider where and how this kind of experience
might be appropriate for the classroom.
6. To increase awareness and experience of how
groups make decisions.
Description:
Once upon a time there was a woman named Abigail
who was in love with a man named Gregory. Gregory
lived on the shore of a river. Abigail lived on the
opposite shore of the river. The river which separated
the two lovers was teeming with man-eating alligators.
Abigail wanted to cross the river to be with Gregory.
Unfortunately, the bridge had been washed out. So she
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went to ask Sinbad, a river boat captain, to take
her across. Ho said he would be glad to if she
would consent to go to bed with him preceding the
voyage. She promptly refused and went to a friend
named Ivan to explain her plight. Ivan did not want
to be involved at all in the situation. Abigail felt
her only alternative was to accept Sinbad ’s terms.
Sinbad fulfilled his promise to Abigail and delivered
her into the arms of Gregory.
When she told Gregory about her amorous escapade
in order to cross the river, Gregory cast her aside
with disdain. Heartsick and dejected, Abigail turned
to Slug with her tale of woe. Slug, feeling compassion
for Abigail was overjoyed at the sight of Gregory
getting iis due. As the sun sets on the horizon, we
hear Abigail laughing at Gregory.
Process :
The group is asked to divide into small groups of
six or seven people. After hearing the story with
a stick figure drawing to accompany it, each individual
is told to list the six people in the story in the order
that she/he likes them, from one being the most liked
to six being the least. They take two minutes to do
this and then are given the group task of making up a
group list, in other words a group rank order of the
characters. It is stressed that they must not vote on
the people, but have to explore and reach a consensus
as to the order that they come up with. A sheet is
handed out with the various forms of decision making
to ensure that the word and concept of consensus is
clear (See Appendix B). They have twenty minutes to
to this.
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11 :30-12
:00—Processing of Alligator River
Goals :
1. To increase awareness of group dynamics in
addition to task effectiveness.
2. To experience a basic group experience.
3. To consider types of leadership, and ways that
groups make decisions, to raise awareness and
effectiveness of faculty groups and also for
classroom situations.
4. The learning is both personal (journal writing
and beginning feedback from others) and inter-
personal in terms of building group awareness
and communication sense that will translate to
team and organizational effectiveness through
better sense of what happens when a group of
people get together.
Description :
After the twenty minutes have passed, groups stay
together and turn attention to the facilitator. He
has drawn a grid on the board and asks each group
to give their ranking of the six characters. Secondly,
each person is asked to write in his or her journal a
few thoughts about the following questions:
1. What kind of assumptions did you make about
one of the characters ?
2. What wouldn’t you budge on or change in your group?
3. What kind of stereotypes did you see operating in
the story ?
4. And finally, did you find yourself projecting onto
one of the characters in the story?
The second part of the processing of Alligator River is
to actually examine the process, or group dynamics, of
the group itself. The group is given fifteen minutes to
examine how they thought and felt about the way in which
they worked together. The following questions are
written on newsprint and the group can explore any or
all of them:
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1. How did you make your decisions ?
2. Did one person emerge as a leader in the
discussion ?
3. What was the climate or atmosphere within
the group? Was it friendly and easy to share
and discuss, closed and competitive?
4. Who was left out, if anyone, and why?
5. Did you listen to others? Did you get listened to?
12:00-1:00
—Lunch
1:00-1:45
—
Blue Plate Special Continuum, rank order, and voting are
three fundamental value clarifying exercises.
A
. C ont inuum
Goals
:
1. To see controversial issues and to consider the
consequences of any stand on an issue.
2. To develop the capacity to listen and examine
alternatives to specific value stances.
3. To use a visual vehicle to help avoid "win-lose"
arguments.
Examples :
Police Guardians
Pigs
__
of
Society
Pot
Fun Dangerous
Good Sick
Description :
Continuum, or values line, takes a controversial issue
and seeks to establish the polar opposites of the issue.
A line is drawn on the board with the extreme points
being placed on either end of the line.
B. Voting
Goals :
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1. To allow and encourage people to take a stand
publicly.
2. To consider the consequences of voting and
taking stands.
3. To develop the skills of choosing and to increase
one's awareness of the vast number of choices
that are open to one.
Examples used:
1. Would you ever hitch-hike?
2. Do you ever jog or run on the beach?
3. Do you enjoy classical music ?
4. Do you use Crest toothpaste?
5. Would you lie out under the stars on a summer
night ?
6. Do you think families ought to be limited to
two children?
7. Do you like your present profession?
8. Have you done anything to help the ecology movement?
Description:
Voting allows a group to demonstrate its values through
the process of voting. The facilitator asks a series of
questions that the participants respond to in three ways.
If in favor of the question or if you believe in the issue or
situation, th^n you are to raise your hand high and wave
it. If against the issue, then you hold your hand and
arm down (thumbs down). If neutral, or wishing to
pass, fold your arms.
C. Rank Order
Goals
1. To chose from alternatives.
2. To stimulate discuss ion.
3. To develop one's capacity to see the values
inherent in choices, and to be clearer in choosing.
Examples used:
Rank order, from the best way to the worst way for
you, the ways that you feel that you learn best.
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1. In an independent study situation where you work
by yourself.
2. In a shadow program where you follow someone
around all week and study how they work, live,
interact with people, make decisions, etc.
3. A traditional class or learning situation with
grades, required attendance, tests, etc.
Rank order what you would chose to do if a 17 year
old girl came to you and told you she was pregnant.
1. Tell her that she ought to get married and have
the child.
2. Tell her parents so they could help her.
3. Help her set up an abortion.
4. Simply talk to her and try to find out how she feels.
Description;
Rank order is another way in which participants are
asked to chose and in doing so, to consider values and
alternatives. The given situation m ight be, "If you
could choose from these three possibilities, how
would you spend your summer?" The three choices
might be; (1) get a job and earn as much money as
possible, (2) lie on the beach and swim all summer,
and, (3) set out with a backpack and bum across the
country.
Process ;
The "Blue Plate Special" is so called because these are
simple and effective value clarifying tools when used
well. In this case the three strategies were presented
in a lecture form with people taking notes and partici-
pating in the large group. Ordinarily they would be
divided into small groups, but the hope was that the
teachers would have the opportunity to use these
value tools - in work sessions following the next sequence
in the workshop design, which was the viewing of
the film The Sixties
.
1:45-2:05—The Sixties
Goals
:
1. To bring closeness through viewing it to the
participants.
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2. Consider how Fenn should or could bring societal
responsibility into its curriculum.
3. To be an energizer for the entire group.
Description:
A documentary film of the decade of the sixties, made
up of news strips in a collage manner. Filled with
values issues and the curriculum of Humanistic
Education. The war, drugs, sex, music, race
problems, space shots, etc., are all there. The
Assassinations are part of this as well. A volatile
emotional experience.
2 :05— 2 :20
—
Here and Now Wheel
Goals :
1. To help people to focus on feelings and to
legitimize those feelings as part of the learning
and workshop.
2. To build closeness through the catharsis of the
film.
3. To begin to build increased awareness of our
feelings and others' feelings.
Description:
Each person draws a wheel with four spokes in it
immediately after viewing the film. On each spoke
write one word that is a feeling that you have right
now upon viewing the film. Take the feeling that
is strongest of your four words and expand that
word into a sentence or two.
Process
:
After a few minutes each person who would Uke to
do so is asked to share his or her "Here and Now
Wheel" with large circle.
2:20-2:30—Coffee Break
2:30-3:30
—Work Groups on "The;Sixties "
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Goals :
1. To build humanistic and value oriented curriculum
that is created by Fenn faculty for Fenn students.
2. To get practice using tools and skills presented
during the workshop.
3. To increase group and school involvement through
work group experience.
4. To add to knowledge of why and how groups function.
5. To continue the process of getting to know on a
personal and professional level, especially the new
faculty with each other and with the older faculty.
Process :
To have people in groups of six work together and
attempt to create some basic value strategies using
the experience and content of the film The Sixties
,
as a point of departure. They were to try to go
through the following steps as a method or process
for working together—the "how. "
1. Should Fenn School be doing something about the kinds
of issues and concerns that the movie presents ?
2. If yes, then what? how?
3. What kinds of tools, knowledge, skills do you as
a group need to do this ?
3:30-3:45—Work groups report back, each group sharing with the total
group what they were able to come up with during the hour
work session.
Goals
:
Ideally each group has been able to develop a number of
ways of working with the film; and, in sharing with the
large group the sum of the work groups can be impressive
in the quantity and quality of curriculum developed.
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3 :45-4 :00
—
-Closure Day One
1. General workshop design for tomorrow.
2. Sharing of my sense of time bind and hopes for
tomorrow and beyond.
3. Large group sharing in the nature of, "for tomorrow
I would like it if we could.
. .
"
4. Feedback letter to me. Unsigned, brief, and direct
as possible. These are the areas to be touched upon
a. High/Low points of the day for you.
b. Laurie's behavior. What did you like and
not like about the way he behaved?
c. Your behavior. What did you like and not
like about your own behavior?
d. "For tomorrow.
. .
" and open comment.
Goals
:
The purpose of this letter is to encourage the
participant to take responsibility for what is
happening to him or her in the workshop. To
encourage openness and directness with me.
To introduce a process of being able to say both
the "likes" and 'ttis likes" about a person's
behavior which can be translated into more open
communication within the school and within
the classroom.
Day Two
9 :00-9:10 -Proud Whip
Goals :
1. To publicly affirm something that one is trying
to do or has worked at accomplishing in his or
her life.
2. To develop sense of self through the process of
affirming what one is doing.
3. To share with others. Instant participation
from those who would like to.
Description
:
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In the large circle to begin the day. The topic is
given, "Something I am doing in my life that I am
proud of.
. .
" People are asked to think about
tins ior a minute or two and then we "whip" around
the circle with anyone sharing who desires to.
The right to pass, as with all values exercises
is mentioned.
9:10-9:20—Reading of excerpts from yesterday's feedback letters
Sharing sentences, ideas, and feelings of people, taking care
to protect privacy. Another way of affirming someone's
thoughts and feelings.
9 :20-9 :30
—
Setting the day's agenda.
1. Interpersonal focus on communication through Values
and the Human Development Program.
2. Asking for direction and input from them when they wish.
3. Time bind.
4. My hopes and goals for continuation.
9 :30-10 :00
—
-Theory Input
A. The Seven Criteria is one framework for helping individuals
examine their values. It consists of a series of steps that
one can apply to almost any issue, belief, attitude, choice
or value that one faces or has. It is a process of valuing.
In choosing a value, these are the first four steps:
1. Freely. That what one chooses needs to be
chosen freely, on one's own without influence
or manipulation from another.
2. From alternatives. That a choice made from
alternatives is probably a stronger one, and more
satisfying to the person.
3. Only after careful consideration of the consequences
of each alternative. That is, it is apt to be a
clearer and stronger value if the consequences are
carefully thought out.
4. That the choice be one that is prized and cherished,
i. e.
,
important to the person.
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The second part of the valuing process is concerned with
moving the value choice into action in one's life.
5. Publicly affirm. To be able and willing to
"stand up and be counted" because the person
believes strongly in the value.
6. Acting on it. That something happens with the
value that has to do with action, a carrying out
of the value into one's life.
7. Repetition. It is important that the value and
action becomes part of one's life in terms of a
behavioral pattern.
B. Expose/impose/Depose, while hardly constituting a
a theory, do offer a framework that is sometimes helpful
to the person who is working with values, and asking
questions such as, "When do I have the right to say that
I believe such and such.
. .
" or, "I know something is
basically wrong because it is hurting another person, how
can I keep from imposing my values ?" For teachers and
parents especially, these three words are important.
1. Expose means just that. That to "take a stand, " speak
up for, confront a situation is to make a statement
about your values. You are then exposing them which
is part of publicly affirming what you value.
2. Impose means because of power, either personal
power or positional power, you manipulate or force
the other person or group to accept or take on your
values. Parents and teachers impose values regularly.
3. Despose refers to actively trying to change someone's
values, either through persuasion or reason. The idea
of change with the other person being convinced is
important here and distinguishes depose from the concept
of impose.
C. Fundamental Curriculum Concept is the idea of the need to
make at least part of the school day, or week, center upon
the individual's personal and emotional growth in addition
to his intellectual growth. Personal and emotional growth
happen but all too frequently without any control, intent, or
continuity. The goal here is help systematize and insure
that personal growth can take place at least in the form of
an elective experience.
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10:00-11:00
—
Communication Skill Building
Goals
;
1. To improve important and necessary skills.
2. To set the groundwork for both the Human Develop-
ment Program and for organizational growth
through more effective communication.
3. To give workshop participants a common language
and experience for working with children and more
importantly, with each other.
Description:
A series of exercises designed to help build the skills
of better listening, capacity to "feedback" what has been
said, and accepting what the other person has said.
Process
:
This hour is divided into four parts.
1. Pick a partner within the group and decide on an
issue that you can argue. Argue, trying as hard
as possible to win it.
2. With the same partner and the same conversation
practice Rogers' two-way communication exercise
in which each person has to repeat back what the
other person has just said to that person's satisfaction
before he or she can begin to answer or argue it back.
3. Input of Jack Gibbs' "evaluative vs. descriptive
communication model. "
Skills Types Methods
Focus ing
Clarifying
Attending Behavior
Nonverbal
Feedback
One way
Two way (inter-
active trans-
actional)
Directional
Defensive vs Supportive
Evaluative - Descriptive
Control - Problem
Orientation
Manipula- - Spontaneous
tive
N eutrality - Respect
Superiority- Equality
Certainty - Open
(dogmatic)
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4.
Now pick a partner with whom you have had a
previous discussion or argument. Continue the
discussion or argument, now making a real
effort to avoid a "win-lose" situation. Use
Rogers' communication exercise and remember
Gibb's model. If you do not have someone that
you have an old argument with, or do not wish to
take that risk, then simply ask any person to be
your partner.
11 :00-ll : 15—Coffee Break
11:15:12:00
—
Human Development Program
Goals :
1. To develop self expression.
2. To increase active listening.
3. To be able to reflect back accurately what
someone has said.
4. To accept what others say.
5. With regard to Fenn School, another goal was a
team building and supportive atmosphere where
people could share and learn together, in addition
to examining another type of curriculum that might
be utilized for Fenn students' personal growth.
6. The idea of personal sharing to get to know each other
at a different level than the professional, school
level, is a basic goal for this exercise.
Description :
The Human Development Program is only very briefly
described in this chapter. The vehicle of the HDP is the
Magic Circle and it is this vehicle which is used for
increasing communication skills and team building at
this time. See Appendix C for more detail in both
content, philosophy and methodology of the HDP.
Process
:
After a lecturette on the HDP and its vehicle for
developing the "human skills," the Magic Circle,
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participants are asked to volunteer to experience a
circle. Any person who joias the circle may choose
not to participate and that is perfectly all right. The
topic for the circle is, "Something I wish to accomplish
this year. " Each person has the chance to say a few
thoughts about that topic. When he or she is finished,
the group is asked if anyone would reflect back to the
person what it was he or she had said. There is no
discussion or "rap" about what the person said, why
they said it, or even how they might accomplish their
goal. Then the next person who so desires is able
to share with the group on the topic.
12:00-12:15
—
Processing the Magic Circle
Goals :
1.
To understand the "whys" of the circle and to be
able to link the affective (emotional) experience
with cognitive understanding, assuming that
enjoyable experiences are fine, but that the
experience coupled with an intellectual framework
is stronger, and better.
Process :
At the end of the circle experience, when everyone had
shared who had wanted to, the discussion is opened up
for questions, concerns abdut how, why, what if, etc.
Participants are asked how they felt being in the circle,
what kinds of things did they see happening, hew did they
deal with silence, etc. Also, the people who did not
chose to be in the circle and who formed an outside
circle are asked for their observations and comments.
12:15-1:30— Lunch
1 :30-2 :30
—
Closure
1. To bring together the faculty to share their reactions
in a large circle with me and the other members.
2. To consider the applicability to Fenn School.
3. To explore the next steps for the school at this stage,
as far as some kind of continuation to get into greater
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depth in the areas already dealt with, and to move
more into an organizational level of team building,
problem solving, and school development.
Day Three
4 :00-4 :15—Introduction
1. Review of last time and the meeting that led to this
second workshop.
2. My hopes and sense of what it is they, as faculty are
asking for and hope to get out of this workshop. Also
my delight in being asked to return.
3. Goals of this session.
a. Ongoing work and experience with both value
work and Humanistic Education.
b. To continue the work in interpersonal
communication.
c. Team and skill building leading directly into
school development through the Life Cycle,
Force Field Analysis, and other kinds of
team problem solving.
d. And once again, a hope that what we do will be
enjoyable and useful.
4 :15-4:30
—
-Here and Now Wheel
Goals
:
As with the previous Here and Now Wheel, the goal
is to bring people together and help them make the
transition from whatever has gone before in their day
into this workshop setting. It gives people a chance
to share with others whatever is important to them
at this time as the workshop begins.
Description and Process :
See Day One, 2:05-2:30 P.M.
:00
—Concentric Circles
Goals
:
Loosening up, getting back into a sharing framework
that is specifically positive and often fun. Positive
disclosure with the protection that each only has a
minute. Also allowing everyone to talk and move
around.
Description
:
The group breaks into two equal groups and each
person takes a partner; one group forms a circle
facing outwards (with their backs to the members of
their group) and then their partner from the other
group faces inward to his partner; so, a second circle
forms outside the first circle, facing in toward their
partners.
Process :
The group is given a topic such as, "A sport I like to
do very much, " and each pair has two minutes (one
minute each) to talk about that topic. It is not a
discussion, but a monologue for one minute each with
the other person listening as actively as possible. At
the end of the two minutes, one circle rotates one
chair to their right so that each person in the room
has a new partner. This continues for a number of
times so that each person has several different
partners, with a different topic each time. These
were the topics :
'
1. Given one year off, no worries or family to
concern yourself with, and guaranteed success
in whatever you did, how would you spend
the year?
2. If you were a building, what kind of a building
would you be, what sort of people would be in
your building? Describe you as a building for
the other people.
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3. Tell the other person three things that you
do well. Talk about them.
4. What is one thing that is really important
to you for you to accomplish before death?
5. What was the last time that you were deeply
sad or cried ?
6. What was your most satisfying experience
and success as a teacher?
7. Given complete power to make any changes
at Fenn School, what would you do? (Take
two minutes each person.
)
8. Would you share something someone can say
or do that makes you feel especially good?
5 :00-5 :40
—
Fallout Shelter
Goals :
See goals of Alligator River (Day One, 10:45-11:30).
Also to practice and increase the skills of working in
a group that will be directly applicable to the work in
the afternoon and next day as we move into Fenn goals
and problem solving.
Description:
Another basic values vehicle is a simulation game.
Participants divide up into groups of six to eight. Then
the following story is told: "You have just received a
news flash that there is to be a nuclear attack and only
one fallout shelter is adequately stocked to perpetuate
life. You have been chosen to select six people from a
list of ten who will go into the shelter. You do not
know if any other people will survive this attack and you
must assume that the only people who will survive are
the six whom you as a group decide to put into your
shelter. "
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This is the list of people:
1„ A 16 year old girl of questionable l.Q. who is
a high school droput and is pregnant.
2. A 28 year old former policeman, who was thrown
off the police force for brutality, and who always
carries his gun with him.
3. A 75 year old Rabbi.
4. A 36 year old female physician who has recently
had an operation and is now unable to have children.
5. A 46 year old male violinist who is a homosexual.
6. A 20 year old black militant who has no skills.
7. A 39 year old former prostitute who has been retired
for four years.
8. A 26 year old male law student.
9. The law student's 25 year old wife, who has an
incurable blood disease which is hereditary. N.B. If
you select the law student you must also take his wife.
They refuse to be separated. Either keep both or
drop both.
10.
A 28 year old architect who is an ex-convict. He
has served seven years for pushing narcotics and has
been out of jail for six months.
Process
:
Participants divide into groups of six to eight. As a
group they are asked to come up with a group list of the
people whom they will put into the fallout shelter.
Building on the skills practiced in Alligator River and
the communication exercises, they are to pay attention
to the group process, especially with regard to the group
decision making. No voting is allowed. Work for
consensus. Twenty minutes.
5 :40-6 :00
—
Processing of Fallout Shelter
See Description, Process and Goals of "Processing of Alligator
River" (11:30-12:00, Day One) and follow the same sequence
of steps.
6 :00-7 :30 Dinner and Wine
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7 :30-8:00
—
Large Group
Goals
;
1. To bring people back into the "here and now" after
a celebration dinner.
2. To start the transfer from personal and interpersonal
growth and sharing to begin to focus on the organizational
level of Fenn School Development.
3. To start this process by encouraging people to make
demands and statements as to what they want to have
happen in the form of a simple needs assessment.
Process :
In the large group to bring people back together after
dinner by sharing in a large circle responses to '1
learned that I.
. .
" or, "I would like at this stage to
do.
. .
" or, ’’For Fenn to be more effective, wc/l
need.
. .
"
8:00-8:30 Theory Presentation
Goals :
1. To introduce basic theory that will be utilized
as specific tools in work on given organizational
issues at Fenn.
2. To better understand one's own behavior and
needs
.
3. To be able to apply and benefit from that
application, the above theories to improve
relationships with students, bther faculty, and
to the overall Fenn School organisation.
Description:
A lecture with newsprint on the following three areas
of organizational and motivational theory, followed
by questions and answers and short discussion:
1. Douglas McGregor's Theory X-Theory Y
assumptions about the nature of man.
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List of assumptions about nature of man which underline
McGregor's Theory X and Theory Y.
Theory X
1. Work is inherently distasteful to
most people.
2. Most people are not ambitious,
have little desire for responsibility,
and prefer to be directed.
3. Most people have little capacity for
creativity in solving organizational
problems.
4. Motivation occurs only at the
physiological and security levels.
5. Most people must be closely con-
trolled and often coerced to achieve
organizational objectives.
Theory Y
1. Work is as natural as play,
if the conditions are favorable.
2. Self-control is often indispens-
able in achieving organizational
goals.
3. The capacity for creativity in
solving organizational problems
is widely distributed in the
population.
4. Motivation occurs at the
affiliation, esteem, and self-
actualization levels, as well
as physiological and security
levels.
5. People can be self-directed
and creative at work if
properly motivated.
2. Fredrick Herzberg's theory of motivation regarding
the "hygiene factors, " which are those variables in
the environment which must exist for a person to be
satisfied with his/her work, and the "motivators, "
those aspects of the job itself that must be present
to some extent for people to be excited and motivated
by the job.
HYGIENE FACTORS
Environment
Policies and administration
Supervis Ion
Working conditions
Interpersonal relations
Money, status, security
MOTIVATORS
The job itself
Achievement
Recognition for
accomplishment
Challenging work
Increased responsibility
Growth and development
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3. Abraham Maslow's "hierarchy of needs" as a
diagnostic tool with which to examine and under-
stand human behavior as determined by the
strength of bas ic needs at any given time.
MOTIVATORS
Status recognition
Self-Actual izat ion
Esteem
Affi I iation
Security
Physiological HYGIENE FACTORS
Figure 3: The relationships between
the motiva-
tion-hygiene theory and Maslow's hier-
archy of needs.
8 :30-8 :45
—
Fantasy of Junior High
Goals
:
1. To help each individual remember back to the time
when she/he was the age of many of the boys at Fenn
School, both in order to better empathize with them
now, and also to appreciate one's past experience.
In other words, warmth through "remembrance of
things past. "
2. The goal of this fantasy is to help serve as
an empathetic modulation and transition into the
film Skater Pater to set the mood for experiencing
that treat.
Process :
Participants are asked to find a quiet place where they
can be by themselves, either to lie down on the floor
or sit in a chair where they are comfortable. They are
asked to go with the experience, to try it. This is the
fantasy. It is spoken very, very slowly, so that the dots
between the words represent a minute to several minutes.
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"Close your eyes.
. .
to focus in. concentrate on your
body.
. .
relax your body.
. . breathe deeply and try to
slow down your breathing.
. . slide back in time to
shortly after you graduated from college.
. .
what
were you doing?.
. .
who were your friends ?.
what home did you live in?
. , . slide back into
eollsge.
. .
who were your friends there? think of
a typical day of classes, meals, walking on that
campus.
. .
and back before college into high
school.
. .
what was your family like then?
. .
.did
you belong to a group?
. . .
what was a typical
Saturday night for you when you were in high school?
. . .
and now back to junior high.
. .
were you
involved in sports ?. . . a gang?.
. .
think of a
summer when you were in junior high.
. .
did you
have a special girl or boy friend?.
. .
what group
did you hang around with?
. . .
can you remember
the adult world and how you felt about it?.
. .
did
you have any difficult choices of honesty, or value
conflicts that you can remember?.
. .
as you remember
yourself then, did you like yourself as you were?.
. .
Is it happy to recall this ?. . . take a few minutes
to live in this period of your life, and when you are
ready, open your eyes and write in your journal the
following thoughts:
1. As you remembered back, what stood out
for you; what was really important?
2. Did you feel in control of your life then?
In what ways ? What were parts of your
life in which you did not feel in control?
3. What was difficult for you in your life then?
And what was easy and happy for you then?
8:45-9:05—View the film Skater Pater
Goals
:
1. To build on the fantasy of the previous exercise, and
to increase community closeness through a positive
emotional shared experience.
2. To give one more starting off place for the faculty
to look at education and the goals of Fenn, and to
move from here tomorrow into seeing how the
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structure of the school (the organizational frame-
work) is set up to meet those goals. For
example, what problems arc there within the
curriculum that keep those goals from being met?
What hinders better community at Fenn? What
kind of situation would help solve some of those
problems ? And finally, the goal is also pleasure.
Description
:
A short film dealing with twelve year old boys who have
a skate board gang. It is filled with the basic stuff of
humanistic education and values clarification: gangs,
leadership, self-concept, peer pressure, music, sex
roles, romantic love, competition and friendship. It has
almost "everything 1 ' in it, drama, humor, lyrical beauty,
and is a sheer delight to view.
9 :05-9 :30
—
Process and Sharing of Skater Pater
Goals
:
1. To create a situation in which the participants can
share feelings, remembrances of their past, and
consider what the implications for their job as
educators are.
2. To allow a kind of synergy to develop and grow as
a closure for the day, and which will act as a natural
transition into the activities for tomorrow.
9 :30-9 :45 Closure
1. Feedback sharing in a letter to me, stressing, "Tomorrow
we should be sure to include/do/have.
. .
" and any open
comment that anyone wishes to include.
2. Large circle sharing of, "I wonder. . . " "I hope that. . . ",
etc.
3. Assigning of an eight page article on the Life Cycle Theory
of Leadership to be read for tomorrow morning.
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Day Four
9:00-9:15
—
MAre Yoii Someone Who.
. .
?" (Appendix D)
Description:
A simple yet powerful feedback vehicle which lists a
series of items which may or may not apply to the
individual filling out the exercise. After checking the
statements that the person feels apply to him or
herself, the list then can be given to a friend who can
go down the same list and check those that the friend
feels are applicable to the first person. This can be
both fun and revealing.
Goals
:
A fun wakcr-upper that can help start the process of
self and other perceptions, which is a basic part of
an open, trusting community. Since this is a relatively
low level risk exercise, an intent is to help establish
the norm of interpersonal sharing and seeking others
perceptions of oneself.
9 :15-9 :45 Life Cycle Theory of Leadership
Goals :
To have the participants of this lab have this theory
and philosophy as a common vocabulary and ideally
to be able to utilize this leadership model when
dealing with the students of their school in the
effort to help those students grow to greater maturity.
Description:
A highly useful situational leadership theory that can
aid teachers and administrators in diagnosing the
maturity level and needs of their "followers, "whether
they be the students, the teachers, or the parents.
This theory is based on the relationship between the
amount of direction (task behavior), and the amount
of socio-emotional support (relationship behavior) a
leader must provide, given the level of "maturity" of
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his/her followers or group. It suggests that there
is no "best" style, but that the effective leader will
be able to diagnose the followers and change his/her
style in order to help that individual or group move
toward maturity. (See Chapter 1 1 for a more indepth
analysis and explanation of the Life Cycle Theory
of Leadership.
)
9 :45-10:30
—
Role Playing
Goals ;
1. To develop a greater sense as to how groups deal
with conflict.
2. To examine what behaviors people act out in groups
that are helpful or unhelpful in terms of effective
working together.
3. To look at the norms that become established in
any working group.
3. To develop skills in giving feedback to both the
principal and the teachers who are playing the
roles, and to facilitate this process because the
feedback is being given within the context of the
role playing situation.
Description :
The situation is that of an innovative principal in an
elementary school who has set up a program that
involves considerable freedom for children in terms
of recreational options if they wish to elect to spend
their time that way instead of in the classroom. The
principal has been- receiving a great deal of parental
response, both positive and negative, and so he has
called a school meeting of the heads of the different
classes who represent a wide spectrum of backgrounds
in philosophy, education, and experience. The purpose
of the meeting is to determine how and what to do with
the recreation program. (See Appendix K for the roles
given and for the exact situation.
)
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Process
:
Groups of eight are formed. One person elects to be
the principal, five others are given preconceived roles
of various types of teachers. The two remaining are
asked to be observers of the group process. The
meeting is to take approximately thirty minutes, at
the end of which Lime there should be a decision as to
the approach the school is going to take for dealing
with the program and the community pressure.
10:30-10:45
—
Coffee break
10:45-11:30 Processing of Role Playing
1. With feedback from the two observers whenever appropriate,
the groups will discuss and analyze the dynamics that occurred
during the role playing. Particular emphasis should be
paid to the style and effectiveness of the principal himself,
applying the theory and knowledge of the Life Cycle.
Individual roles should be read and discussed in terms of
effect and impact upon the group’s progress.
2. Short input from the facilitator on effective and ineffective
group roles (behavior that individuals act out in groups).
3. Also a short input on feedback with the following guidelines:
a. That the person receiving the feedback has asked
for it.
b. That the feedback be descriptive rather than
evaluative.
c. That the person giving the feedback put it in the
form of an "I" statement, saying how the other
person's behavior affects them.
d. That it be given as immediately as possible after
the incident that produced the desire to give the
feedback.
e. That it be specific, with concrete examples, when-
ever possible.
f. And that the feedback be something about which the
person can act upon.
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11:30-12:00
—
Neighbors " and Large Group
Goals
;
1* ^ further look at dilferent potential for Fenn curriculum
and learning that might center around getting along with
one's neighbor.
2. To set the mood for lunch and coming back after lunch
to focus on Fenn School.
3. Large group sharing in response to the film and the
concept of neighbors and neighborhood.
12:00-1:00
—
Lunch
1 :00-l:20
—
Brainstorming
Process :
Participants are introduced to the concept of brain-
storming, a method of generating a number of ideas
very quickly using the resources of the group. The
guidelines are presented with a short talk as to why
they are necessary.
1. Take an idea for which one is looking for
alternative ideas or solutions.
2. One person writes down on a blackboard or piece
of newsprint.
3. The group shoots for quantity of ideas, not quality.
4. No censoring or evaluation at all.
5. Build on what others have said (springboard).
6. Set a time limit of five minutes.
7. Be zany, wild, and try for "far out" ideas.
Practice the above ideas with a fun, unimportant topic,
such as how to keep cool on a hot summer day.
1:20-1:40—Brainstorm Fenn Issues
Goals
:
1. To encourage open statements about both the "good"
and "bad" situations at Fenn.
2. To set up the next step of the workshop, which is to
move into problem solving.
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3. To build on the various kinds of trust building,
openness and sharing that have been developing
and have been an integral part of this workshop.
4. To set the stage for an ongoing sehool development
program
.
Process
:
Use the technique presented and practiced above and
brainstorm two lists, the first being the aspects of
one’s job at Fenn School that are essentially "satisfying"
and rewarding. After doing this, the groip should
immediately move into brainstorming the issues,
dynamics and situations at Fenn that arc "dissatisfiers. "
In both cases, the previous inputs about motivators
and hygiene, theory X and Y, and the hierarchy of
needs should be kept in mind and considered by
individuals as they regard what are the satisfiers and
dissatisfiers about their job and being at Fenn.
1:40-2:00
—
Force Field Analysis
:
Description;
A basic problem solving tool developed by Kurt Lewin
which examines the forces at work t6 keep any situation
in a static condition. Those forces, or dynamics, ere
called the "driving" forces (for change) and the
"restraining" forces (holding back change). If one
does not wish the situation to remain static, for
instance, as with a school problem such as vandalism,
then the change agent has three options:
a. Increase the driving forces
b. Decrease the restraining forces
c. Seek to turn some of the restraining forces
into driving forces.
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2:00 3:00—Problem Solving Groups on Fenn School Issues
Goals
;
1. To move from team building, personal and inter-
personal growth, and using the energy and commitment
that has grown from the earlier stages of the work-
shop, into organizational growth to active problem
solving involving all the faculty.
2. To establish the norms of organizational problem
solving through practice.
3. To increase skills and begin a process that ideally
will be an ongoing one.
Process :
Prioritize the major problem areas on the "dissatisfier"
list. Allow groups to form whose members are interested
in working on specific problems areas. Move into problem
solving groups and spend an hour working on those problems
utilizing the Force Field Analysis if it is helpful. At the
end of the hour be prepared to report back to the large group
on progress made, blocks to progress, and next steps.
3 :00-3 :30
—
Report Back
Goals
:
Making communication clear. Involving others who
wish to be part. Continuing a step by step process for
organizational growth.
Process
:
Each of the groups will give a brief report to the
large group of the following items
a. problem raised
b. steps toward solving
c. blocks at this stage
d. help and support needed from faculty
e. next steps
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3 :30-4;00
—
Closure
Description;
General wrap-up and evaluation of the workshop.
Process :
Participants will fill out both the post-workshop
questionnaire and the Semantic Differential. The final
experience of the workshop will be a "thought bubble, "
in which the participants will sit quietly by themselves,
eyes closed, and think back over the four days of the
workshop, concentrating on what has been important to
them, what good things happened to them, what contact
they had with people, and finally any hopes or goals
or changes that will come out of this workshop for them.
After a few minutes of thinking on this, people are
invited to share any of their thoughts and feelings with
the rest of the faculty.
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IV. SUMMARY
This chapter has outlined the workshop developed by the author. Of
primary importance was the integration of personal, interpersonal, and
organizational growth experiences. While in Chapter 1 1 each area was briefly
reviewed as a separate entity for purposes of clarity, in Chapters III and IV
the intent was to integrate the areas into a unified whole, as evidenced in the
design itself and its implementation. Chapter III attempts to lay out the actual
steps and intentional sequencing of creating an organic and integrated workshop.
It is my hope that the reader will realize that the flow of the workshop in actual
implementation will not be as broken as an outline may make it seem. The
headings of "description, " "process, " and "goald'were used for clarity and
rationale, the ’What" and "Why" of workshop design, while Chapter IV deals
with the "How", the actual implementation.
CKAPrER IV
IMPLEMENTATION OF THE WORKSHOP
I. INTRODUCTION
The challenge of implementing a workshop—that is, making a design
come alive— is a joy. It is at the very core of what anyone involved in human
relations work or teacher training must become skilled. To accurately describe
and convey the essence of that workshop experience to the reader, to make
sense out oi the workshop’s material, its sequencing, the tremendous variety
of responses from the participants at various times, and to capture the overall
picture of the organic growth and "happening" of the workshop—that is the purpose
of this chapter. One word about the concept of the "process. " It is the hope of
the author that the layout, and the description of the workshop itself are clear
and that the actual process 02 implementing the design is cogent and comprehensible.
Other practitioners working in teacher training and school development with
similar goals of combining personal, interpersonal and organizational growth in
one workshop (see pages 12 and 16 in Chapter One for expansion of these
goals) may be aole to utilize both the content and style of this workshop experience
in seeking to make schools more effective and efficient places with a higher degree
of trust, communication, and joy resulting.
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It is difficult to recapitulate the events that happened during the
implementation. A number of vehicles have been used in the past with greater
or lesser degrees of success. For the purpose of this laboratory training case
study, the following techniques were used to gather ongoing data as the workshop
progressed.
1* A journal-diary style of recording the events and
personal reflections kept by both the author and the
participants.
2. A series of quotes, taken from feedback letters that
were requested after certain half day sessions.
3. Post meeting reaction sheets on which participants
would complete sentence stubs.
4. Unstructured and informal interviews, usually in
the form of conversations over meals or after the
final session of the day.
5. Process observation of the workshop itself by the
author.
6. The formal evaluation instruments of a pre- and
post-workshop questionnaire and a semantic
differential.
There are two final thoughts that I wish to offer regarding style and
tense in this chapter. First, as Chapter IV emerges, my real intent is to
describe that process, the "how" of the workshop, but I will also include at
various stages "Personal reflections, " which will offer reactions, thoughts about,
and informal reflections which are evaluative in nature. Chapter V, however,
will deal with the formal evaluation. Secondly, while the workshop is past, and
the tense is usually in the past, at times I have found it desirable to move into the
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preseat tense in order to capture the spontaneity and immediacy of the process of
a workshop as it evolved. It is also for the same reason that in many cases,
phrases and sentence fragments are included, as well as using "I", "my.., „me „
instead of the more formal "the author", or "this investigator. "
II. PLANNED vs. EMERGENT
I would like to offer to the reader a few transitional thoughts regarding
the relationship of Chapter HI, the design of the workshop, to Chapter IV, the
implementation of the workshop. A workshop is a model and organization of a
series of steps-lectures, films, games, reflections, and exercises, etc., which
when put together, form a total experience. The addition of the facilitator, the
participants, their motivation for being at the workshop, the weather, and the
setting all add up to an entity that is unique from any other workshop that has
been conducted. If one goal is to make that workshop as flexible, as "custom-
made” as possible, and really respond to the vicissitudes and emerging feelings
of the participants, then the design with which one enters into the workshop itself
can and should be no more than a rough and general outline. Perhaps, as was
the case with this design, a very carefully laid out and detailed plan often has
to be considerably resequenced, or altered completely with entire sections being
either added or deleted. The author would like the reader to keep this in mind
as she/he reads the case study, remembering that an "organic" workshop or lab
design, to remain vital, must be sensitive to the needs of the group as an entity.
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This will Often demand significant changes in the original design.
In this case study, to indicate the changes made in the actual implementa-
tion (Chapter IV) where they depart from the original design of the workshop
(Chapter III) and to offer rationale for making those alterations, I used two
categories for organization:
1 * P
J
anned Activity the original exercise or experience
which was planned for that time in Chapter III.
2. Emergent Activity
—the experience, situation, or
event which actually took place. Usually the
*
rationale for making the change is presented as well.
III. PRE
-WORKSHOP
Initial Contact with Kim Smith
The initial contact with Fenn School was made in early March at a School
of Education Marathon. At that time the Headmaster, Kim Smith, was introduced
to me by someone who knew of my work in teacher training, Humanistic
Education and organizational development. Kim and I discussed the nature of
the workshop training I had directed, speaking specifically about the two to three
day Values Clarification model, in which teachers are introduced to and experience
a number of the values techniques and exercises. Kim also began to fill me in
on a number of specific aspects and characteristics of his school. Among them
were the following:
1. Small private school— 22 faculty.
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2. Tendency for little turnover, hence some feeling 0f
territory. " h
3. Boys only—lst-8th grade.
4. Some sense of split between older and younger groups
of teachers. * B ^
5. Tendency-and danger in Kim's eyes-to be cloisteredivory towered in approach to educating young boys who'
would not have Fenn’s security after 8th grade.
6. A concern or interest as to how to move education into
moral and value development.
This preliminary contact ended with Kim asking for a followup meeting at which
time we would more closely discuss and plan what a workshop for Fenn School
might look like. It was clear that he was serious about having an early autumn
school orientation workshop and that he desired that I be the leader.
Personal reflection. Regarding the relationship that had been established
at this first fifty-minute session, a number of important events had transpired.
Most importantly, Kim and I had had a good opportunity to ’’check each other out. "
There was a friendly give and take with warmth and respect; some sharing of
educational philosophies, both similarities and differences; that fundamental
knowledge of whether he and I were— or felt we were— 'Theory Y" people in our
attitudes toward people and schools. Secondly, the process of "finding out” had
begun basic facts as well as attitudes of one key person were being revealed.
I was learning how the headmaster felt about himself, his staff, and his school;
especially, I learned what he saw as unique characteristics, its strengths, and
some areas that might need exploring in his school. It is my feeling that, in the
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earliest stages of establishing relationships and planning for a workshop, the
above information is fundamental, indeed essential if any real attempt to create
an organic lab design (a decision which emerges from the school, the teachers,
students, parents, etc., their needs, concerns, and expectations) is to be made.
This concept is basic to both this author and this dissertation. Far too much has
been written and said about outsiders coming in, "running a trip, " 'doing their
thing" on a school, a group of teachers, or a community, and then leaving. This
is blatant irresponsibility and part of what has given T-groups, human relations,
and sensitivity training such a poor name. One goal, then, for this workshop was
to "custom
-make" it, and that in concept and reality it be organic in its evolution.
Visitation to Fenn School--July 9th
Spring and early summer passed before I got back to Kim and Fenn
School. This time I visited the school and we spent two hours continuing the
process of finding out and getting to know each other. He asked what I could
do, how I would do it, and why, sharing fears about sensitivity training, yet
speaking of his own thrill and sense of growth as a member of a T-group, and
of the need for better trust and understanding with the faculty at Fenn. I also
asked numerous questions about his goals for the lab, the faculty’s motivation,
their level of experience, the amount of time they would commit to the workshop,
etc. For the potential workshop designer and implementer, I would like to
include my notes of that July 9th meeting and the notes I added on September
2nd as I began to finalize the workshop design.
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Fenn School — July 9th
-Up to 5 days
Values to setting up problem solving structure
turn problem makers in solvings
-22 faculty
3 brand new; 9 women; 16 men
-sex roles (sexism?)
-to get people on board
1-1/2 days — 9-4
-team building
-faculty community building
Thursday 6th - Fri. 7th
-build in
values of Fenn honesty
communication
magic circle
fun
pick partners (Ed Self)
-people in niches
low, low turnover
outside
empire building
-dream of school
September 2nd
See Las a lie and
Caribou of last year
(idea of satisfiers-
dissatisfiers)
safe-way
key things to give Fenn grads (reading and human relations)
reality of what kids
face upon leaving
Fenn ?
Godspell
Life cycle
si tuation ethics
Build on job enrichment
and motivation skills
self-learning
-older faculty as helping young
satisfiers—dissatisfiers
spouses
attitudes toward parents
-Humanistic Ed — Self-concept
-talk about change within self
future shock (i. e., build process skills—life tools)
-conclude:
toward kids
affective ed
lay groundwork for future
magic circle
values
dance
Bring it home by non-
threatening approach
Involvement, trust,
comm unity
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Pe rsonal reflections. Once again, as in March, I felt that the quality
of our relationship was most crucial; that we like and respect each other; that
he have confidence in my skills and background and that I could be responsible.
My own impressions of him grew as well. His sincerity, his desire to help the
school be both more effective and more exciting, in short his responsibility to
help the teachers and children realize their potential.
Dinner Meeting with Kim Smith-August 25th
Dinner and long talk with Kim and Binnie, his wife, after driving down
from Springfield. A few days earlier I had mailed him my proposal with the
note written on the first page (Appendix F). There were three specific goals
for this meeting:
1. Help Kim rough out a letter to his faculty that would
inform them of the workshop, its expectations and
goals and at least minimally introduce me to them.
(See letters from Kim.
)
2. Find out whether Kim was open to discussing and
then using Fenn School as the lab site for a case
study.
3. Answer questions and concerns Kim had about the
lab, its design and purpose, and to help him under-
stand more what the nature of Humanistic Education
and school development is.
The letter is included (See Appendix G) that Kim wrote to his faculty after
our evening, which lasted from 6:30-11:30 p.m.
,
and included drinks and dinner
together. With only a few questions of clarification about the lab, it became
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apparent that Kim was most receptive to the implementation of this workshop with
Fenn School as the training ground for my lab case study. Ironically, my fears
about asking for this favor and especially about running a pre- and posttest were
largely unfounded. I felt deeply concerned about resentment and anger on
previous occasions when other faculty had felt they were guinea pigs or that
someone was "getting a dissertation done" on them; Kim assured me this was
all right.
Pe rsonal reflections
.
One point that is of real importance—since it
affected the way I designed the workshop and gave me a hidden agenda with
considerable worry about the ethics involved—was that Kim had allotted me a
day and one-half. The design, whose purpose I described in Chapter I, needs
three to five days to do it justice. What he agreed to at this meeting was that
if the faculty were elated, wished to continue and felt the worth of what was
happening to them, then he would let them determine when and how to continue
the lab process. In other words, he would act on their consensus. This is the
bind I found myself in— I needed another day and one-half if I were to run my
dissertation study at Fenn, and I wouldn’t know until the end of the second day.
So, I felt that time pressure until the second morning was over.
Both of us left that evening with a sense of expectancy and exhilaration.
I, because I had a chance to implement the lab as part of my dissertation, and
Kim because he seemed confident and comfortable with what he understood of the
lab direction and the positive impact he felt it might have. Also, we just liked
each other
!
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Pre-Planning
—Rockport
—September 1-4
The preliminary planning and formation of the lab design for Fenn took
place in Rockport from September 1, through September 4, 1973. Much of the
process of planning was a pulling together and synthesizing of experience gained
from a number of similar workshops which I had run before. Two important
differences from previous workshops were: (1) the design, philosophy and goals
were specifically created for the needs and peculiar qualities of the previous
meetings with Kim and other members of the school, (2) this lab, unlike the
great majority of those I had designed, run, or participated in, either as a
trainer or as a member, had as a central intent the goal of blending the three
areas of personal, interpersonal and organizational growth, as discussed in
Chapter I of this dissertation.
The following notes from those planning days are included to document
the process of creating this particular design for Fenn School, and to allow the
reader to gain insights into how the process of lab designing takes place—what
some of the steps, stages, difficulties, and intricacies of this process. are.
One final thought to share before describing the workshop Itself is to confess
that, because my dissertation was intimately involved, I found myself spending
more time, worrying more, and in fact not happy with the work I had done and
with the final design the night before I was to begin.
9D
September 1, 1973—Saturday Night—Thoughts on Fenn
I've got 4 days to get ready. I have 1-1/2 days to implement lab. Must
count on doing such a fine job that I will come back later in month (hopefully,
the next Monday) for at least one more day.
Plan on using proposal as lab outline:
-1st day—personal growth (with interpersonal) Values
-2nd day—Emphasis is on interpersonal—espec. using communication
skills and tools and HDp as focus
-3rd day OD emphasis: problem solving faculty meeting, role
piay, feedback etc.
,
Ken's Leadership and Decision Making.
Issue now is to conceptualize overall design and begin Chapt. HI, the
description and makeup of the lab design and refer to work I did in July—and to
consider style of implementation, i.e., Chapt. IV:
1. How to describe process of implementation?
2. How to prepare Chapt. II I & IV ?
3. How to use these 4 days to get ready?
4. Can I write up lab as I go along, as it emerges organically?
This is Chapt. Ill; Chapt. IV is description of How and needs to
be described immediately after I do a session. (Perhaps post-
meeting reaction sheets, Borton's What? So What? Now What?
Feedback letters).
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Why/How is this more difficult than writing up what I want to do and
will do in the workshop, and then describing How I do it?
For now, need to reread proposal carefully and then consider how I
can run/create best lab I know how.
Also need to consider materials, introduction, what-in addition to
pre- and post- I must xerox.
So, I can organize and set up 1st day and general lab, referring to
July 10-20 as to how I do this; this is Chapt. Ill; then consider the process of
writing up implementation (a la Behind the Executive Maskl . and "How" I do
the lab.
Sunday—September 2nd
What do I want to have happen at Fenn ?
A. Generally:
Team building—community
Skill inputs (concepts, tools, models
Intro to Hum. Ed. (HDP and Values)
Orientation
Fun/exc item e nt
Double focus—teacher-person
Use:
Houston
Trenton
Grand Haven
SDH
LaSalette
for overall design
and specifics
O. D. approach to school
—
goals—future
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B. Specifically;
Teach/introduce ? Do it by
Learning through Values Clarification
Share HDP Magic Circle
Perhaps some of communication tools we developed in Agawam
Develop ongoing OD process through leadership and decision
making direction: case study, movie
C. To Them (with them ?)
Develop esprit de corps
Insure that this is ongoing
*1 must do such a turn— on job that they will want/need me to
go on.
All my efforts have to be directed toward this end.
Ordinarily turn-on concept is antithetical to trust, but this
time I need that additional day or two badly to make it—the
lab—happen.
To have lab continue—must:
Make affiliation things happen
Fun, excitement
Personal growth be clear
Professional growth take place
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more
OD and effectiveness start to emerge-but. this is
of the 3rd day and ongoing from there-hope for Monday.
White the above seems manipulative, these are also my g„a ,s for the tab/
workshop design and I can/would/will share the above page and one half with
them. The difference is a focus of needing the Fenn people to tike me and what
is happening sufficiently to want to continue.
October-
But, remember, it is quite possible to have a day later in September or
-but then it gets delayed, and my final complete date does, as well.
Monday— Labor Day—September
I. Read;
Proposal
Behind the Executive Mask
July 5-12 work
Some of Jeannie's dissertation
Tuesday
—September 4th
Realization that for now what I must do is design a straightforward
workshop that includes the following: -
1. Traditional values lab
2. Lots of interaction, fun, building rapport
3. Human relations skills—communication
4. HDP
5.
Movies
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Also need to include:
1. Good introduction
2. Cognitive link
3. Person—teacher focus
4. Self scientist, inventory, prime curriculum
5. Ask for go with 2 hrs. approach
6. My goals for lab:
See proposal
See my life
See LaSalette
For Fenn
1. Intro
2. Pre-test
3. Name tag—communication
4. 20 Loves— I learned process
5. Expectations /demands /goals
6. Alligator/Fallout, i.e., group experience process
P. M. or Fri.
Sixties
TORI
Coat of Arms
Here and Now Wheel
To build in Fenn Issues:
Brainstorm fun
Brainstorm satisfiers/dissatisfiers
Fenn's relevance for kids
Ways to be more effective
Blocks to effective communication at Fenn
to give Fenn grads
Pre-Planning Pre-test
Name Tags—diads /triads
20 Things
Workshop/Lab expectations—demands
Good values sheet
Alligator River/Fallout
Process of these
P.C./P-O. Skills begin to build in
Skater Date or Sixties
Key things to give Fenn grads, and how—small teams
Begin to look at Fenn curriculum, philosophy, and product
How does it tie in to commitment? to honesty?
Community practice—evaluative vs
. supportive
Fenn strengths and weaknesses—satisfiers/dissatisfiers
Individual and organization goals—work teams for team
building and problem solving
Parents: community, trust, involvement
By/On Wednesday—need to
Get materials xeroxed
Call Kim final check: movies, dinner, paper, newsprint,
tape, magic markers, comfort
Sequence lab
Study again earlier work on Chapt. Ill & IV, with especial
concentration on how I will describe/observe/record the
actual implementation, the "How", Chapt. IV itself.
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IV. THE WORKSHOP — FENN ONE
Day One - September 6
9:00-9:15 Introduction
Twenty five people and myself. My job, my dissertation on the
line. I felt it! Real nervousness. The staff and faculty were friendly but
reserved, something above neutral, but not much. With short introduction 1
began with a statement of my goals (throughout this description of implementation
I shall leave the description of the particular exercise to Chapter III, hoping
that the reader will turn back, if necessary, to familiarize her/himself with
the layout, purpose, goal, etc., of the particular exercise). The general goals
I mentioned as the lab began were these:
1. Personal growth and insights as a teacher.
2. An introduction to Humanistic Education through
Values Clarification.
3. Team building.
4. Fenn School effectiveness
5.
Fun/excitement.
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9 :15 -9 :45—Nametags
Nametags, as always, allowed for some getting acquainted, a
loosening up, and teachers—veterans as well as the five or six new ones-had a
chance share on a level that people seldom know, such topics as one person who
made a significant impact on one's growth, a place that one wishes to get to in
his or her life, or a date that one’s values underwent a significant change. I
asked them to do this sharing in groups of three, each one taking a minute or so
to be in the focus, that is, to talk while the others listened or to ask only a
question that would help the speaker expand on his subject. Several times,
after all three had shared, the groups changed members. I then asked them to
be "l's. 2’s. or 3’s; l's stay seated, 2’s and 3's to find a new group, don't go
together. M
Personal reflections. Certain dynamics that are goals and sub-goals of
this lab were already occurring:
1. Interaction on a personal level,
2. Getting to know,
3. Movement generating energy,
4. Learning and practicing specific communication
skills such as listening, clarifying, and focusing,
5. The possibility of considering in what way, if any,
this kind of energy, interaction, and personal
exchange could be more a part of traditional education.
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9 :45-10 :OQ—Pre-Workshop Questionnaire
At this time I asked the teachers to fill out the pre-workshop
questionnaire (Appendix A). My own anxiety ran high since I don't usually do
this and since this is my hidden agenda. I told them that this information is
helpful for the improvement of lab designs and workshop implementation, but I
did not say that it was a vital part of my dissertation. One very concrete
learning for me from this questionnaire at this time was the growing awareness
that few people had any sense at all of what "personal, interpersonal, and
organizational growth" mean/are. What does this say about jargon? About
pre-workshop communication (most of mine was with the headmaster) or
about people knowing what and why they are involved in when a workshop is
presented ?
10:00-10:30
—
Twenty Loves List
Into the basic and most positive of all value tools centered
around self-concept, "Twenty Loves." After creating the list, the participants
then went through the annotations of date, $, People-Alone, New in last two
years, and Sensory in essence. We move physically into the large circle for a
whip-around of voluntary "I learned.
. .
"
"I realized.
.
.
"
"I became aware
of.
.
." Again, a pleasant sharing, some pride, a growing together through
this community sharing:
"I learned that I've done all the things on my list in the
last month or so. "
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"I realized that most of the things on my list don't cost
money to do. "
"I found out much of my pleasure comes from things
that I own. Does that mean I am a materialist?"
Here I interject that the goal is not to judge, or set up a right or wrong. The
exercise is to provide data for oneself, an inventory of one's life and values.
"What you chose to do with that information is up to you, and whether you like
what you have found out about yourself is important. This is where personal
growth can result.
"
"I learned that there are very few things on my list
that are new in the last two years. I wonder if this
is bad?"
"I thought I was an "alone" person, but I found out
that I do as many things on my love list with others
as well. "
Personal reflections
. The process has really begun. Positive focus,
building on guidelines of support and acceptance: Questioning and pushing
boundaries. Expanding levels of awareness about oneself—one's life—and
others. People who began sleepily or with an "I wonder what the headmaster
has cooked up this time" attitude are becoming involved and really participating.
10 :45-ll :30
—
Alligator River
Alligator River encourages values choices, group participation,
works toward consensus and really looks at role stereotypes. We are here by
late morning and the energy level is high. Laughter, some confrontation, cross
group competition. The women, at least a few, pick up Abigail's dilemma with
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criticism of Gregory’s classic chauvinim sm.
"Why should Abigail have to get to him? Why
shouldn't he come to her?"
right
' Abl&ail really cheapened
herself by sleeping with Sinbad. "
"What about Abigail laughing at the blatant violence
of Slug? She s not so innocent!"
People are exploring, confronting, checking out here, in some cases on
a more personal level than they've ever known in years of professional exchange.
Values and beliefs are shared and dis cuss ion is intense as people give and take.
12:00-1 :00—Lunch
Personal reflections
. Lunch allows more interaction. It is noisy, fun,
and in some ways a continuation of the unfinished business of the morning.
People are animated. It is my growing belief that real community growth-or
individual relationships can result most naturally by eating and drinking together,
and more attention should be paid to the dynamics that occur at meals, with the
ritual of wine or dance.
The afternoon design intends to supply more tools in Values Clarifications,
again with a double focus on each individual's experience as well as with the
consideration of how and when these tools and concepts could be brought into the
classroom. An environmental factor, the weather, made serious inroads into
energy. The room was hot, sticky, and people were logey after lunch.
Ill
1:00-2:30—
'
glue Plate Special," "Here and Now Wheel," "Thc Sixties ”
I tried to pick up the pace by presenting the "blue plate special,
»
the three or four fundamental values tools of continuum (values line), rank
order, and voting. I had a real sense of polite lethargy coming from lunch
heaviness, weather, and my presentation, so I decided to move into "The Sixties,
a news media collage of the crucial, often negative aspects that made up the
decade of the 1960’s. The group viewed the film, which is extraordinarily
powerful, and then I had them share a "here and now wheel." There was a
tendency to intellectualize and not focus on feelings created by the film.
2:30-3:45
—
Work Groups on "The Sixties "
I asked them to form into work groups and move through a
simple model for processing the film. As a group they were to discuss and try
to develop a concensus on the following points:
1. Should Fenn be doing something about the
implicit problems and values of the film
in educating its boys ?
2. If yes, then (a) What? (b) How?
3. What do you as teachers need (tools,
curriculum, skills, etc.) to do it?
The groups worked for about forty minutes with this task. There was a sense
of excitement after the film, but a definite down as they worked on what to do
and how.
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Personal
.
reflections,. Confusion as to how to move, plus the weather,
and the end of the day drawing „ear
. , would like to share with the reader my
notes written to myself during this film and work group, both to share my goals
and the discrepancy between the actual and ideal. What steps did 1 leave out that
would have helped more closely achieve the ideal ? During/After 'The Sixties 7
(My journal)
:
How to move faculty into action of building
responsible societal leaders ?
Systematic building of tools, experiences to
develop leadership.
How to develop effective affective educators ?
Interpersonal strengths.
What were needs ? Goals ?
How do values develop?
To the reader, then, the above questions and statements to myself represent
the kinds of thoughts and feelings I was experiencing in trying to create an
effective, organic workshop design for school (Fenn School) development. These
were questions I was considering and trying to help the faculty and administration
come to grips with. I also wanted them to struggle together on the following
kinds of issues:
1. What are the essential tools, skills, learning
and behavior to give Fenn graduates ?
2. Begin to look very closely at the Fenn curriculum,
philosophy, and product as part of #1 and essential
"means" and "ends" kinds of issues.
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3. Parents: Community, trust, involvement and
contribution in the school's development.
3 :45-4:00
—
Closure, Day One
As day one drew to an end, I asked for a simple feedback letter
which would speak to/about the following kinds of thoughts and feelings. They
were told it wasn't necessary to sign it.
1. The high and low points of the day.
2. Liked/didn't like about the leader behavior.
3. Liked/didn't like about own behavior.
4. For tomorrow—what do you want?
The following quotes are excerpts from those first day feedback letters. I have
attempted to give a representative cross-section of reaction to the workshop and
me and to include them in the planning for the next day. The quotes are given in
clusters under each heading.
High/Low Points
High—"the faculty group problem solving session in A.M."
Low—"the input session at the beginning of the afternoon. "
High—"Alligator River. Helped to ellucidate that there are
many points of view on any particular situation, all of which
are valid and "correct" for that particular individual. "
Low— "Final hashingover of how to etc. —Essential I suppose,
but we do it often at Fenn. "
Low— "last half hour. Too late for such thought. "
High—'’'brief games
: nametags, 20 love list, "crocs"
Low— "the weather"
High "Discussion after the movie"
Low—"there was no low"
High "love list, Alligator River"
Low— "name tag discussion—very abrupt, too short, too
artificial. "
Liked/Didn’t like about Laurie's behavior
"Thought your leadership was good. You always
allowed anyone to speak. No disapproval ever
showed.
"
'Your behavior was impeccable. Excellent sensitivity
to people.
"
"Just right measure of leading and letting us do. "
"1 liked your low key, but sometimes you lectured
too long. "
"You're doing O. K„ —Keep it moving. "
"You kept us active in the morning, appreciated your
thoughtful fielding of all comments. "
"I like the low-key approach. Perhaps you tried to
cover too much in one day. "
"Accepting, non-judging, people could talk; didn't
feel you had a tangible goal, but are helping us in a
process.
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My behavior (Participant on his/her behavior)
"I fecl Pretty good—fewer cop-outs—some risk taking
in self-exposure of feelings and where I'm at. Also I
lelt I facilitated others; I tried to and had some success. "
”1 enjoyed my behavior. "
Perhaps still too reserved, but feel uncomfortable in total
'let it all hang out' atmosphere. "
"I probably talked too much myself, but found the
discussions interesting."
"I'm doing O. K. —I'll keep it moving. "
"I operated best in smaller group discussion, should
have talked less, listened more. "
"My behavior was somewhat passive, which is not
usual. "
"Uneasy in beginning—fired up in discussion—depressed
by movie but a bit afraid to speak out on "non- intellectual"
gut reaction to "Wheel" question. "
For tomorrow and open comment
"How to deal with 'killer statements, ' verbal or otherwise,
of both kids and faculty. "
"How to carry this whole experience (attitude, process)
over for self, kids, and faculty. "
"To what extent can and should all this apply consciously
to faculty inter-relationships, as well as to announced
purpose (only partly true) of 'It's for kids'?"
"More exploration of the process of faculty working
together; handling disagreements and so on; building
the atmosphere of trust on the faculty level. "
"more interaction!"
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"Open to all.
"
" Now what'—how to apply your techniques (it's a technique
if you understand it—a gimmick if you don't) to get children
to be more open in the classroom?"
"Well done !
"
"For tomorrow: more tools, methods."
"A good start. "
"More situations in which we have to really think and
discuss out thoughts. Activities which will give us
insights into ourselves and others and then relate all
of this to the classroom. "
"More values clarification techniques. We still need
to learn more about ourselves and where we stand as
individuals and as a faculty. "
These above quotes, while not complete or capable of capturing the actual
process itself, may serve to illustrate a fairly carefully chosen cross-section of
responses to the day, to the workshop, to me, to the participant him/herself,
and to help with next planning.
Personal reflections
.
Day One is over. I retire to my room on campus
and sleep. After nap (journal entry): ."Sense of need to pay attention to myself
and what has been happening to me—that I have run four major workshops in
four weeks and am tired and that I am under far more pressure than I realize
re: dissertation. "
1 then start the work of pulling together and planning Day Two. I had spent
at least an hour with the Headmaster and his wife, examining their reactions and
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next steps. Some basic questions and issues for me at this stage arose:
1. Ihe "hidden agenda" of my dissertation being
intimately involved with this lab, hence less
flexibility for me as trainer this time. The
organic nature of an emerging lab is limited by
the pre-design of my need to include the three
areas, and especially to have the lab continue
after these two days. This is a must, and as
such, a confusing and ulterior motive for me to
work around.
2. Given the above, I need to insure that the lab
continues, and so I know my end (goal) and
where the lab must go, but am unsure as to the
means. If one trusts the process, then the
means of creating trust, openness, problem
solving, organizational awareness and
commitment, etc.
,
become the ends.
3. The final realization and understanding of Day
One is that I must—as always—trust myself
and the process and keep going as before,
working and letting the means unfold.
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I discussed the day with Kim and Binnie. Khn was elated and extremely
hopeful for the next day. Regarding a continuation, he said that if 1 could
successfully whet the appetite of the faculty, they would want to continue, and it
would be decision. That led me to plan a day that would excite and involve
and "whet appetites" to the greatest extent possible.
Day Two
—September 7
Personal reflections
. First, the day was pure New England September,
and the energy from the elear, erisp air, and bright sun was an influence on all
of us, especially in contrast to the "hygiene factor" of hot, humid, muggy air
which contributed to the afternoon depression the day before. My excitement
and mood were contagious, I believe, and I asked for and received incredible
support from most of the faculty.
9 :00-9:10
—
Proud Whip
I began the day with a large circle sharing of "I am proud that
I.
. .
” Warm, positive, energizing experience, as always, people coming
together, listening, sharing, laughing, and learning.
"I am proud that I am at Fenn School. "
M
I am proud that I am back in teaching again after years
of being a housewife. M
"I am proud that I got our house painted this summer. "
"I am proud that I've finally given up smoking after
ten years."
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9:10—9 :20
—
Feedback Letters
I then moved into reading excerpts from the feedback letters,
explaining how they help me in planning the day, how they develop the norm of
direct positive and negative feedback which can help growth, rewarding honesty
and directness, and once more giving them a tool that they might consider in
a classroom.
9 :20— 9 :30 Setting Agenda
A quick review of the day, my hopes and goals, working on
communication, both Values Clarification and Magic Circle, and a sharing that
I need more time to do what I feel we can accomplish. We also looked at what
had bogged us down yesterday afternoon, thus including them in some diagnosis
and evaluation.
9 :30-10 :00—Planned Activity: Theory Input
9 :30-ll:00—Emergent Activity: Communication Skill Building
t
Personal reflections. The planned activity was to spend time giving the
faculty a beginning background in some of the theory and conceptual frameworks
underlying Humanistic Education. Due to the degree of excitement and energy
that I felt in the room and because we had spent a half hour with feedback excerpts,
proud whip, and agenda setting, I decided to alter the design and move directly
into pure communication exercises. We would focus on skills that can become
second nature, on the goal of creating organizational norms of listening, avoid win-
lose arguments, reflect over what others have to say, and give people more chance
120
to speak to each other. This was the sequence:
1* Chose a partner. Decide on a topic, either real
or imaginary, and concentrate on winning it. Argue
to win, convince the other how right you are, etc.
2. Then practice the Rogerian listening exercise in
which each person can answer or continue only
after he/she has repeated what the other person
has said to his or her satisfaction. Same person
and same topic. The purpose of this exercise is
that it forces both people to listen before answering
or arguing. One has to listen accurately enough to
give the content and idea of the other person back
before going on with the argument.
3. The final part, very intentionally allowed greater risk
taking but gave the faculty the option of a kind of
pass. I asked them to chose a partner with whom
they had had a previous argument, perhaps unsettled
still, and to continue it, using the tools they had just
practiced. A real excitement and feeling of risk
and growth. After 10 minutes we moved into the
large circle, at this point moving naturally
into organizational development through
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communication vehicles.
One pair shared with the iarge group their discussion which had been focused
on an earlier disagreement over a nickname that the boys used instead of a Mr.
when addressing the person. The issue was formality and propriety
and whether "it was good" to be informal with boys or not. Other faculty joined
in, giving opinions, sharing impressions of respect, discussing discipline,
etc. I asked them if they would help me create a list, which they did, of
various blocks to effective communication at Fenn. This was the list:
first name boys
lack of feedback
fear of imposing in giving feedback
grades
being judged as a single person
being judged as a married person
killer statements on all levels
liberal vs. conservative
discipline, or lack of
priorities of teacher responsibility
academic content (curriculum) ahead of social and
emotional growth
parents' involvement
At this stage I asked them to hold on to this list, since I wanted to work with it
during the third part of the lab/workshop, organizational growth for Fenn.
Personal reflections
.
In retrospect, after the second part of the lab, a
major question for me is whether I should have moved right ahead with this, for
there was excitement, good communication, commitment, and we were right
into the "Fenn thing. " The faculty members were willing to wait, and we did
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since I wanted to work more on trust and communication skill building (inter-
personal growth) and to utilize the Human Development Program as the vehicle,
since that was in my proposal and an essential part of my lab design. This does
seem to me now as perhaps inflexibility on my part.
11:00-12:00
—
Human Development Program
Late morning. The lab is moving so well; we take a short break
and then I introduce them to the concepts and philosophy underlying the Human
Development Program (see Appendix C). After the introduction and rationale I
ask if a group would form and join me for a circle experience. Since energy is
high and a good sense of trust has grown (it was already there, but certain norms
of openness, listening, risk taking, and positive focus have been established
and reinforced), about half the faculty, nine or so, move forward to share in the
Magic Circle. The topic or seed sentence I present is, "Something I hope to
accomplish this year." Once again the focus is intentionally positive, goal
oriented, and yet allows any level of sharing to occur. Circles are always
intense and moving, in spite of—or because of—their outward simplicity. This
time is no different. One young man shares, "I am excited about being back in
teaching after a leave of absence, and I hope to help young people by working
with them through my classes and coaching and find a greater effectiveness in
teaching than I knew before. " Others listen to him and someone says back to
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him what he had said. A second person volunteers, •'Well, what I hope to
accomplish is to really perfect my foreign language program, which is new and
is a real challenge to me. " Once more another person reflects back, using the
same words, telling the person not only that they were listened to, but that
someone listened carefully enough to give back to them what their statement and
goal was. One man asks a question of another after his statement. As gently
as possible, I ask him if he can remember what he wanted to ask but for now
would he hold on to it. Another registers impatience with the simplicity, but
within minutes this same young teacher will be deeply moved by the sharing of
another young man who "almost never speaks because he is so shy. " The
process of the circle continues. Each person sharing a statement if he or she
wishes to; someone then reflecting what was said; another adding to it if a
bit was left out. Occasionally a person adds or interprets something while
"feeding back" what the person had said. Then the speaker can say, "No, that's
not quite what I mean. What I really want to do, you see, is to.
. .
"
At this moment the young man who seems so shy and particularly
sensitive leans forward (we are all seated on the floor), clasps his hands, looks
at the floor, and says, "What I hope to accomplish this year is to be able to
speak to people I don't know, to make time to talk with those other teachers that
usually I just go by and never talk with. I am going to try to speak with those
people this year.
"
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Personal reflections
. At that moment, and afterward, 1 saw this as
a critical incident in the development of the lab and organizational development.
By this I mean that several people responded to his hope, directly, positively,
and his disclosures moved them, allowed them to give more of themselves, it
was a kind of break-through-an essential goal of the lab-to create an atmosphere
of trust and sharing through a structured lab approach that would move toward
greater school effectiveness, trust, and commitment. Put more basically, this
experience through the Magic Circle setting was interpersonal growth and
would lead directly into organizational growth.
Several more people shared their hoped-for accomplishments. At times
I asked if someone could repeat what the last few had shared. Twice we inter-
rupted the circle to process what actually was happening and how individuals felt
about it. Several responded that they felt they were getting to know people they
had barely spoken to or had little contact with before. Mostly an atmosphere of
closeness and intimacy prevailed, and it lasted for the rest of the day.
12 :00-12 :15
—
Processing the Magic Circle
The final part of the morning allowed the outer circle, those
who had not participated in the inner circle but had been observing, to share
their thoughts and feelings about the circle and what we had done.
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12:15-1:30—Lunch
Our meal that day was an animated, joyful one. A number of
people continued their discussions and conversations of the morning. The
particular incident regarding formality or informality in names with children—
'Sarge, " or "Mr. Sargent"—was continued with a number of faculty offering
views as to why or why not—with some real listening taking place. Three or
four people asked me how could the school continue in this process, and more
than a few told me how excited they were by the Magic Circle sharing, and
especially when the one previously mentioned young man had opened up. A sense
of laughter, open discussion, pleasure and energy. I felt this, too!
1 :30-2:30
—
Closure
At one-thirty we returned from lunch for a final pulling together
of the workshop and lab. There was little doubt in my mind that the great majority
wished to go on, and so I felt it both necessary and legitimate to tell them what
I felt the options were. I shared with them my excitement and sense of Fenn’s
openness and theory Y-ness. I said I had so much more to give and felt, perhaps
subjectively, that with a day or two more I could help move them on to
a far higher level of problem solving, team building, and organizational awareness
if they felt they wished to continue. These were the options I saw and these were
written down on newsprint for them to consider at their next faculty meeting:
1. 1-2 days, total faculty, a concentration on
organizational growth and problem solving tools.
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2. Values workshop continuation with a similargroup of faculty, and possible inclusion of
parents and kids.
3. Magic circle HDP intens ive training model.
4. Group dynamics, human relations workshop.
5. A combination of any of these.
I did stress that I felt #1 and #4 were most pertinent at this stage of Fenn-s
development.
Day #2 at Fenn ends with as strong and positive feelings as I can
remember. The faculty speak of their personal awareness of themselves and
of having been part of something special—a kind of happening. Over half come
to me and shake hands
,
thanking me personally and asking how to go on. A
feeling is shared that a process has begun that needs to and must go on. I engage
in two long talks with small groups who ask questions, share excitement, ask for
continuance, to which I respond by saying that at the following faculty meeting
they can bring up what they would like the next steps to be.
jPersonal reflections. These informal talks serve as a real tap or pulse
taking of a cross section of attitude and feeling. In this way, through meals,
short walks, a drink, tennis, etc.
,
I am able to get a feeling as to how the
workshop is going, what people want, what blocks are hurting, and how I can
be most sensitive to the group. This day concludes with some real fun and
closeness as four of us play some good doubles together.
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Reflections on the Role of Trainer
I should like to include a few thoughts on trainer role and responsibility
here, hoping that they may help other people who wish to work with large or
small groups in a human relations, humanistic setting. Much of it seems to
me to be common sense, but I would like to offer it. Some guidelines for me:
1. Trainer image. I tend to dress conservatively
—
coat and tie, at the start of a lab. I don’t wish to
lose people unnecessarily, and one goal is to involve
as many people as possible.
2. I avoid profanity, and keep my hair fairly short for
similar reasons.
3. I circulate, get involved in as many one-to-one or
small group situations as possible. The sooner I can
get people "on my side" the quicker I can move the
group into deeper levels of intimacy, openness, trust,
and organizational effectiveness. More and more,
trust is the basic issue, I feel, therefore affiliation
must be a central part of my behavior, if I am to be
truly effective. This means—and I hope to do far more
with this in future labs—to include eating, sharing wine,
and simple folkdancing in a circle. I feel ^hat group
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cohesion can grow rapidly when people join
in a basic ritual of celebration, and since O. D.
is one of my goals
,
then I want to find ways to
include it.
V. BETWEEN WORKSHOPS
Faculty Meeting—September 10
At the end of Day #2, my feelings were sheer joy. The lab was a success
in almost any way I could define that word, and after tennis and then drinks with
Kim and Binnie, we went over the two days. Both of them had participated
fully, and so their utter satisfaction and excitement added to my content.
On the following Monday, two days later, the entire faculty met and for
about 45 minutes discussed the workshop reaching a consensus that the process
must continue and that they wanted to focus on Fenn School in a problem solving,
organizational development mode. The manner in which the headmaster turned
the decision of whether we would continue over to the teachers is at the heart of
developing school res pons ibility and leadership. Fenn was well down this road
when I came to the campus. The night of that meeting Kim and I talked, and he
passed along these quotes from the meeting.
"The whole process was super and must go on. "
"We've never begun a year with as much spirit,
involvement, and laughter. "
"People are speaking up that never used to say
anything at all. "
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Most remarkable feeling at Fenn I've known. M
Music to my ears. The date was set, the first that they and 1 both had open,
was just a month later, October 4 and 5, and so I had a month to plan the next
steps.
Transition
That month passed quickly. Fenn plunged into its school year and I had
other labs to run as well as roofing a camp, changing apartments, and writing
up Fenn One. Other than a phone call or two to Kim to check on a few things
such as supplies and the general state of the school, there was no contact with the
staff during this time. Upon returning from a Humanistic Education workshop
for the St. Paul-Summit Schools in Minnesota in late September, I began working
full time preparing myself and the lab for the second state of the workshop
with Fenn.
Pre-Planning Mandate
.
The mandate from the faculty as relayed by the
Headmaster was to continue the workshop moving more directly into Fenn School
issues and problems—above all, to concentrate, teach and continue the process
of problem solving, communication, and team building, which would bring
people closer together and help the school function more effectively and be more
fulfilling for all involved in it. In retrospect, after the second part of the lab
was over, I believe I either should have been at the meeting when the decision
to go on was made, or that I should have individually chatted with a number of
faculty to make sure that I built the lab with the greatest accuracy possible.
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The issue here seems to have been one of emphasis: how much to place on
organizational awareness, or to build more on interpersonal exchange, structure
exercises, etc.
,
with the focus more on trust building and a more immediate
continuation of last time. I will expand this in the evaluation section.
Goals^ in order to give the reader as accurate and first-hand a picture
as possible of the process of lab/workshop design, I will include a number of
notes verbatim taken from the three days of planning prior to Fenn Two. It
seems to me that this is the essential process that one must enter, develop, and
perfect, if effective and creative workshops are one's goal. The essential goals
around which these pages of planning and the basis for the workshop emerged
are the following:
1. Continue the process of Fenn One.
2. Make the experience a positive, high energy
one, both fun and exciting.
3. To move from Fenn One, i. e.
,
personal and
interpersonal growth into Fenn School itself,
and focus on action/change steps at an
organizational level.
4. To do this through group experience, develop-
ment of cognitive group skills and learnings,
to teach a basic problem solving tool, and to
take organizational theory and apply it
concretely to Fenn and its faculty.
The pre-planning notes for Fenn Two (October 4-5):
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October 2 - Tuesday Night
I see the first lab as well into personal growth through values. Also inter-personal is happening due to Magic Circle and group dynamics (alligator, movie
analysis). Therefore Fenn #2 should include:
1. More values (double focus) neighbors
2. Group exchange
Pos itive, Fallout
community Movies—curriculum (Skater Dater)
building 3. Communication skills
spirit, Magic Circle
excitement Ann’s model
4. Organizational level—case studied/role playing
which will Theory: Mas low
lead to X-Y
Brainstorm
O.D. Satisfiers/dissatisfiers
effectiveness Feedback vehicles
Life Cycle— Force Field
Wednesday, October 3, A.M.
At this stage of planning the lab, I need to plan carefully and incorporate the
essential elements, start to zero in on the basic goals of Fenn #2 and not get
fragmented by the unlimited possibilities of what I could do.
To use (for spirit and fun)
TORI
Are you someone who?
Skater Dater
to get beyond good fun and excitement of personal/interpersonal growth into
Fenn and action/change steps organizationally. Need the first to have the second
level happen.
Primary goal for Fenn: to work effectively together and to want to do so.
Time: Thursday 4-6 P. M. ; 7 :30-9:30 P. M.
Friday 9:00 A.M. - 4:00 P.M. (3:30)
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How to make these groups more effective-problem solving, team building.
Communication leading to group effectiveness and skills—on to O D level
Prelininary Plan for Fenn #2
Thursday, 4-6 P.M.
I. Introduction
Review: last time; my hopes; their demands; that they demand
Goals of this session: ongoing
Agenda (build in their participation into lab design)
Values, Humanistic Education; communication, O. D. problem
solving, life cycle, force field, fun
II. Getting started/picking up from last time
Personal
Inter-
nersonal
inter-
action
Summary
Building
Proud whip or Here and now wheel
TORI (custom made to Fenn)
Neighbors or Fallout or Skater Dater because it is fun and positive
Process and/or work groups
Need to build on communication 1 to 1 in effective group roles
and on into effective group behavor.
III. D inner/dr inks 6:00-7:30 P.M.
Ritual, wine "Are you someone who.
. .
?" Or take home for the night
7:30-9:30 P.M.
IV. Large Circle (fun, lift up, neighbors?)
V. Theory input
Theory X-Y
Mas low
Herzberg
Fantasy
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VI. Group experience - or fantasy and Skater Dater Role playing or
simulation game with feedback (tie this into V, theory input
Role playing situation)
VII. Closure Thursday night - work for closeness
Feedback - sharing - "I wonder.
. .
"
Feedback letter to me - esp. 'Tomorrow should be/have.
. .
"
"Homework" - Life cycle article "Are you someone who.
. .
"
Friday - 9 A. M
.
I. Introduction
IA. Fantasy of that age
II. Skater Dater/work groups Fun "waker-upper"
Feedback vehicle effectiveness measure
III. Theory - Force Field or into Life Cycle
Coffee Break
IV. Brainstorm practice rules, the tool
Brainstorm original Fenn list (that Mark was concerned about)
Pick up satisfiers/dissatisfiers of Fenn
Use theory- into P.S. groups
Note: to LAH: Timing is crucial here. Don't wait too long to get
into Fenn and Problem solving at home issues (because I've done
to much values, communication and community building).
Time limit - process and share 45 minutes with large group (what,
so what, now what?"
Lunch 12-1:00 P.M.
V. Feedback - Plan P.M. with them
Selfulfilling and organic
Possible directions for 1:00-2:30
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"Why Man Creates"
Work groups
Simulation
Magic Circle
VII. Closure
Posttest questionnaire
Semantic differential
Sharing
Thought bubble
Gift giving
"As of Mon. A.M.
,
I will/hope to.
. .
"
Feedback letter
End of Preliminary Plan
Thoughts to LAH: 12:30 Wed. P.M. October 3
Need to:
1. Run off posttest, semantic
2. Check out simulation, role playing
3. Write out Fantasy points
4. Write out Fallout characters
5. Develop Fenn simulation/role playing
6. Develop Fenn TORI
Can plan Fri. on Thur. night. I have a good plan now, but can
alter or concretize it after Thursday's sessions. Finalize
it then.
Use:
Here and now wheel to begin Thursday session
Their names—review list
"Are you some one who.
. .
" (Begin Fri. with this)
Expanded norms of Humanistic Education
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To include, perhaps :
Group roles
Group norms
Feedback vehicles Decision making modes
Review of voc.
Review of Ann Harris' (Gibb) model
Builid in process observation skills so that last 5-10 minutes
of faculty meetings will do this.
Coat of Arms
Consider:
My steps of writing up right after lab.
Next two weeks
To capture the process as it emerges
12:45 P.M, Wednesday
Now - I need to reconsider the lab carefully. Have I chosen the
best tools, exercises, and above all, sequence to reach my goals ? What are
goals ? (write out) Is sequence the best or could I change it? If so how?
Also, go back over lab and get specific. I think the sequence is good,
but concretize. For example, TORI, Fantasy, Fri. A.M. work group guide-
lines and taste. Also simulation - check over those simulation and role playing
s ituations.
12:45 Thursday, Rockport, October 4
Feel 1 need to move them onto a high plane sooner - hence use Skater
Dater Thursday, either P.M. or evening.
Also need to do some kind of group experience where people realize
how a group bogs down, what ineffective roles are and what helps group to move.
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VI. THE WORKSHOP—FENN TWO
Day Three—October 4th
4 :00-4 :15— Introduction
The second part of the Fenn workshop begins at four o’clock
on a Thursday afternoon. End of a day, end of week, and end of the first month
of school. They seem to feel it, and I do too. Hot, humid day, much like the
start of the lab in September. I feel without energy and that scares me. We
begin with a "here and now wheel" to try to bring people out of the school day
just past into the now of the workshop. In the sharing of the wheels a number
of people speak of the heat, their tiredness, but also of the hope toward this
lab, and of the goodness of being a teacher at Fenn School.
4:15-4:30—Here and Now Wheel and Goal Setting
Once again I offer my sense of the goals for the lab, telling
the faculty of my delight in being asked to return. My "here and now wheel" I
also shared.
October 4th—4:15
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Hopeful" because this lab is a desired continuation and so important to me.
Such a truism
!
The goals I set up for this lab were:
1„ Values
-Humanistic Education—a continuation
2. Communication skills and work
3. Group process and experience
4. School (organizational development)
5. Fun
I asked for their modifications or additions to this list and none were made.
I felt a great need to move them, get the lab and interaction started. They
s eemed listless and yet this may have been more my mood projected onto them.
One more reason to run a lab together, with a co-trainer.
4:30-5:00
—
Concentric Circles
A great energizer of a highly positive nature is one of Gibb's
exercises in his TORI sequence (see Chapter III description), and we moved
into it. Participants face each other and have one minute per person to speak
on a given subject. Some topics I picked this time for Fenn were:
1. One year off, guaranteed success, what would
you do, how would you spend it?
2. If you were a building, what would you be, what
kind of people would be in you, what would be
going on ?
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3. Given complete power to make any changes at
Fenn, what would you do?
Excitement, laughter, intense concentration and good sharing, all part of this
experience. As a large group, we process the circle briefly:
I found it hard to speak of these things I do well.
I was taught not to brag. "
"I loved the building one. I found myself being in a
faraway, fantasy palace in Granada. I need more of
that in my life
!
M
”1 felt somehow uncomfortable at the first one, then
it was easier and easier. "
And one woman who became a regular, very subtle blocker of almost everything
I presented said, "Why did you ask that one about ’the last time you cried'?"
I did not deal effectively with her then or later. I tried to accept and sometimes
I should have confronted her with her negativism, for it hurt the lab.
Number three, having to do with the power to make changes particularly
had triggered a great deal of enthusiasm and exchange, and as a diagnostic tool,
I feel it is potent. In some schools—however, particularly large, conservative
high schools—when that topic is raised the responses are confusion, disbelief,
nervous laughter, and lots of nonverbal eye contact and checking out to see who is
"trapped" with the principal. In this situation at Fenn, there was open reflection,
excitement, and good give and take. After the initial large group sharing after
the circle, I brought them back to that topic, "If you had the power to make any
changes at Fenn, what would you do?" I asked the faculty if they would try to
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recall what they had said and what the other person had said so that some of the
good thoughts that might have been shared would not be lost. 1 also was
diagnosing and seeking to pull together the directions that we should follow in the
remainder of the lab. This was the list that I compiled on newsprint:
Changes for Fenn
chapel service
co-ed education with separation
a "living wage"
travel with kids for 3 months of the year
physical additions
team teaching and more professional cooperation
expanded student body—variety through scholarships
expanded, mobil faculty-
-2/3 stays the same,
l/2 always changing
training in crafts for students
splinter campuses
varied educational experiences
maintain school philosophy as it is now
consistency in school philosophy
create a values community
Personal reflections. Once again we were right at the beginning of real,
or potential, organizational development. I was pleased at how this list had
emerged out of a personal growth and communications experience. The next
day, when we moved into problem solving groups, many of these desired changes
listed above became the issues that the group worked on.
5 :00-6 :00— Fallout Shelter
My plan now took the faculty into a group experience called
Fallout Shelter, a real values situation in which groups of five or six try to
reach consensus on which seven people of twelve they will chose in a hypothetical
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situation in the third world war. The groups move in together. Twenty minutes
to come up with a group decision. They have had a short talk on group decision
making from me (see Appendix B), and now they must work to decide what
seven people they will save, and why. The twelve people are listed below.
Fallout Shelter
Olympic Athlete—20 years
Black Militant—28 years, female
Corporation Businessman—55 male
Rock musician—composer— 19 years, uses grass
Lawyer)
;
go as a team
Wile
)
Eight year old girl
Rabbi—65 years
Carpenter—40 years
Elementary school teacher—won award for best teacher
—
gay
Policeman—reputation for extreme hard line
Pregnant, unmarried 18 year old girl
Individual groups begin to hash out the inherent value conflicts that these limited,
two dimensional characters represent. Good basic confrontation, legitimized by
their task of having to chose seven people.
"Well, I vote the black militant out. We've got enough
violence in this society as it is. He and the policeman
would kill each other. "
"Look, the cop is one withthe reputation. 'Militant'
doesn't mean violent. We ought to have a diversified
cross-section of people. What do you think, Jim?"
"I don't think I want either there. I've had it with
extreme types. But I don't much care for the drug-
using composer, either. Christ, can we at least
start without those problems ?"
"Look, grass isn't a problem. If all of your generation
would smoke a joint or two, you'd see that and be so much
less uptight!"
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And on. The characters in the pvnn v ;0„ ,,pe lence allow people to project, stick up for
their beliefs, consider others. This seems valuable in itself, but an essential
element that we will begin discussing after dinner is the "How"—How did the
choices emerge? How did the group decide? How were people involved, or
not
. How did the group deal with feelings ? How did a time pressure affect
people? And this is when the process the how—begins to become extremely
pertinent to Fenn's groups that work together every day. When people "turn
off" at faculty meetings, who, beyond the Headmaster, brings them back or
notices them ? How does she/he do it? How effective are work teams ? What
bogs them down? After looking at the consensus, group listings, and exploring
some of the value conflicts—for instance, all groups omitted the outstanding
teacher who was gay—we turn to the "hows. " It is now dinner time, but several
groups continue both the discussions of the choices, and of the process that
emerged.
"We didn't reach consensus because we didn't want
to hurt feelings
—
just too polite. "
"I think our way was most efficient. We drew straws
on people, by lot. "
6 :00-7:30—Dinner
Dinner is noisy, cheerful, but tired. There is an open bar and
wine with the meal. The mood eases, loosens, and grows louder. I suggested
the idea, but am not sure if it is wise because concentration and the process
will be different.
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7 :30-8:00
—Processing of Fallout Shelter
We continue after dinner and our discussion still centers on
Fallout Shelter. I had asked the groups to look at any of the following process
questions
:
1. Did a leader emerge?
2. What was the climate—degree of acceptance
—
in the group?
3. Who was left out ?
3. Was the consensus real?
I asked groups to explore any one of the above process issues, but the woman
who had been blocking before raised the question of the danger that an experience
of this nature might have on children who were emotionally disturbed or handi-
capped, especially if asked about being left out. She felt teachers at Fenn had
to be specially trained not to damage these children. Several faculty answer her,
explaining that they wouldn't ask the child or explore this issue with children
who were disturbed. I in turn tried to answer about the rules of any values
exercise: no right answers, acceptingclimate, and the right to pass. She
argued, blocked, and slowed the good mood down. In retrospect, I should have
moved the groups on, or asked her to hold her questions until later and built
in a time for questioning later.
8:00-8:30
—
Planned Activity: Theory Presentation
Emergent Activity: Fantasy of Junior High
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Personal reflections
. I decided, perhaps out of fear of losing the good
mood with which people had come back from dinner, and because of the blocking
of one woman, to move directly into the fantasy of junior high and into Stater
Dater the film. This was an attempt to pick up spirits and energy, and to
build on the affective level the sense of community, purpose and warmth which
had so much been a part of Fenn One, and which I was finding difficult to pick up
again this time.
These were the kinds of mood, thought questions which I used in trying
to help them recapture, slide back to those years:
Close eyes—relax—breath deeply. Slide back in time
to early years after college—to college—to friends in
those years, to junior high school days. Where did you
live then? Do you remember your parents then? Were
you in a gang? What kinds of things were important to
you then?
After a five m inute "thinking back, " (check Chapter 1 1 1 for expans ion of fantasy)
I asked them to consider their remembering in these ways;
1„ What stood out? What was really important?
2. Did you feel in control?
3. What was difficult for you in your life then?
After some journal writing on these ideas, I asked them to hold discussion and
to view the film Skater Dater together.
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8 :30—9 :00—View the Film
T
Skater Pater
The response to this beautiful 20 minute film was immediate
and personal. The film deals with the "relevant” stuff of being a junior high
schooler: Gangs, skateboards, emerging interest in the opposite sex, sex
roles, the adult world, peer group pressure, leadership, etc. All in twenty
minutes !
9 :00-9 :30—Process and Sharing of Skater Pater
My hope was that (as a result of continuing) the fantasy of their
remembrances when they were a similar age with the humor, music and vivid
clarity of the kinds in Skater Pater
,
that another insight into themselves as
people, and their job as teachers would emerge. I think it did. Many shared
reactions to the film and related this back to their own experiences.
"It upsets me to think that the real growing up
with the opposite sex didn't occur until after
college for me. I had no idea at all who I was
at that age. "
"Yeh, I remember being the new kid and feeling
so awfully alone. "
"We've got to find a way to help these kids at
Fenn learn to be at ease with girls. They have
no contact with them at all and we're doing them
a terrible disservice. "
"We've got to find more ways to convince the
trustees of going co-educational. "
"Did you see the girls' role in that film? She
was a second best all the time. "
145
One young new teacher told why he felt that the girl-boy learnings were the most
real and most crucial that Fenn had to struggle with. His own recollections were
tender and painful. There was a closeness and caring that was very moving as
we ended that evening session. We had come a long way from our beginning
in the afternoon.
9 :30-9 :45
—
Closure
For the following day, with my hope of moving into organizational
growth, I asked each faculty member to read an eight page pamphlet on the
"Life Cycle Theory of Leadership. " It seemed to me that the basic framework
of the Life Cycle would give a common vocabulary and theory to build on. It
would provide a way of giving the organizational divider of liberals vs.
conservatives a common ground in terms of avoiding the best way to deal with
kids, and help move problem solving above a win-lose level. It was late, but
the reading could be done in twenty minutes. I had no idea of the impact that
my decision would make on a number of faculty until the following day.
Day Four—October 5th
9 :00-9:15— "Are You Someone Who.
. .
?’ ’
Friday morning comes soon, and with weather that does not
add to people’s spirit. Damp, rainy, gray. The lab begins at 8:30, a consensus
and vote creating the decision to begin and end earlier because of a three day
weekend. 1 find my energy low and the faculty also seems tired. As a picker-
146
upper and way to begin the day I used the sheet, "Are you someone who.
. .
?"
(See Appendix D). Mild response. I'm not sure what is going on. The female
blocker: "This seems more appropriate for college age. " My patience wearing
thin with her. I respond, "Use it if you can; it seems to me much of this is
relevant for you and your job as teacher. "
9:30-10:30
—
Life Cycle Theory and Process
In the circle of total faculty, I ask for response to the ideas
behind Life Cycle. I am flabbergasted as a mood and response emerge. A mood
of negativism, turned off, and real resentment with the article and with me for
assigning it. "This article is typical of why people dislike the behaviorists.
Full of Jargon, condescending. " Another person adds, "It's really an insult
to have to read this. So obvious, but worded so confusingly. " And a third,
"This really angered me. What's the point of this abstract theory? Really
needlessly complicated. This is why people get fed up with Ph.D. professor,
consultant types. "
Personal reflections
.
How does the leader of a workshop handle this
kind of situation? Especially tricky when one's dissertation is on the line. I
did the only thing that seemed possible' to me: I listened, apologized, and then
got up and taught. I explained the Life Cycle to them; then, they seemed to
understand it, and why I had included it. Several teachers remarked that what
I had done in those ten minutes of teaching was sufficient. But something was
gone; a mood of excitement, purpose, energy that had been there last night had
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passed. At 10 :30 we took a coffee break and one young teacher said privately:
"You're going to blow it if you don't do something quick. A lot of people are
questioning why you're doing this, it isn’t what they want and they feel it's too
abstract and theoretical. » I thanked him for sharing his concern. At the end of
coffee break I felt confused, hurt, and frightened as to the outcome of the
workshop.
10 .45-11 .30 Planned Activity: Role Playing and Processing
Emergent Activity: Re-examination of the Workshop
Personal reflections. To have continued the planned direction of the
workshop at this time, utterly ignoring the energy, verbal and nonverbal responses
that I was getting would have been extremely insensitive of me. I decide that the
only way for me to go is to give people the chance to "get it out in the open, "
and then hope to move on if we can clear up what is going on.
Once more, the circle. I began it. "I am confused and sorry as to the
turn the workshop has taken. I had felt we were working together and what I
was doing made sense. I do have a definite sequence in mind that would lead
very quickly into Fenn issues and goals. But I'm not sure, now, what it is
you want. Can we take a few minutes to speak a bit about what has happened
and what you want that hasn't happened, and I'll try to respond to those wishes. "
Several people expressed the wish to move into Fenn concerns, and that
they felt tired and even bored by the theory and abstraction of the Life Cycle.
Others assured me the workshop was all right, but that these four weeks had
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been hectic. In short they were really tired. No one really confronts or demands
a new direction. Believed but still not certain what is happening. I outline my
next steps moving into organizational work.
"I would like to start with a role playing situation which will allow us to
look at the way groups can work together, what helps, what blocks, and let this
be a practice session which will then move directly into Fenn. "
Blocking occurs immediately. One young teacher says, "I don’t feel
there is enough trust or that we have time to get into role playing the way it
should be done. I’ve done it before and it takes time and highly skilled trainers
to make role playing work. We can't do it here. "
Fortunately, another teacher picks up the leadership here. "Damn it,
Winn, I don t think it's fair to us who weren't at the summer role playing situation
to have to give up this experience. We can learn from it. " Others agree, and a
sense of spirit seems to flow again.
11 :30-12:00—Planned Activity: "Neighbors 11 and Large Group
Emergent Activity: Organizational Theory and
Brainstorming
Personal reflections
.
Due to the conflict and confrontation that had just
emerged, it was impossible to go on with the workshop as I had originally
planned it. What made sense at this time was to move into concrete Fenn
issues, giving a shortened presentation of the theory that I have found to be
so helpful when problem solving groups approach organizational situations.
From Day Three, 8:00-8:30, see 'Theory Presentation" in Chapter III.
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I move them, explaining carefully why I am doing so, into some basic
explanations of Mas low and Herzberg in terms of motivation and human needs.
My purpose in doing so is to offer what have been for me highly useful cognitive
frameworks within which to look at my own needs and motivation, and those of
others—a la Life Cycle. (It all ties together, it really does!)
The sequence that I follow is this:
1. Herzberg's Hygiene Factors and Motivators
2. Maslow’s Hierarchy of Needs
3. Then into the rules of brainstorming
4. We practice brainstorming
One woman offers the area to be brainstormed—she needs to find a way to make
a paper cutter than can cut all kinds of circles. The session is fun, surprisingly
creative, and the woman ends up with a list of several very pragmatic and "do-
able" ways of making a circle paper cutter.
5. The next step of the lab centers on applying the tool or
technique of brainstorming to Fenn. This is a crucial
step in the lab, for if the trust building, communications,
and sense of freedom to be oneself have been developed
well, then the school is—or can be—ready to move into
shared problem solving at an organizational level. We
brainstormed two lists, introduced in this manner.
" Let's use the same brainstorming device and
appiy it to issues, problems, concerns at the
Fenn School. Think in terms of Mas low and
Herzberg regarding first, the ’dissatisfiers’
for you at Fenn. Then we will do the same with
the satisfiers. ' Try not to censor your ideas
or others. Think of any element that is a dis-
satisfier for you, and then we will move into the
satisfying aspects of Fenn as well. "
The session was productive, still a bit subdued and polite. Politeness was a
block at times in this lab. For the reader I would like to offer the two lists
that the faculty produced in about ten minutes (see next page).
12:00-12 ;15
—
Feedback Letter
It was now lunch time, and the faculty seemed ready and
responsive for working with the two lists. I asked for one more feedback letter
or note, asking for their suggestons, wants, reactions to the morning, both
for my own understanding of what had transpired in the early morning, and in
order to redesign the afternoon. I still felt the awful sense of, "I've blown it. "
A sampling of responses from the feedback notes:
"Very slow starting. Too general, low key. Strong
contrast to last night's high energy ending. Too
cautious, indecisive on goal direction. "
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Dissatisfiers
Satis fiers
Physical facilities
*Time
Discipline
Non-teaching support activities
scheduling
noise
pay
resources (films, books)
Getting things done
Maintenance
Cultured parents with little animals
Needy, immature kids; inordinate
number of kids needing attention
Lack of funds to do above
Absentee
-ism
Lack of relaxation
Children too relaxed
Lack of respect for property
Lack of respect for feelings
Nonsupportive parents
Isolated teaching
Co-education
Narrow student body
Narrow faculty
Limited knowledge of student
Sarge (first name)
Unrealistic approach to problem solving
Sabbatical
Represents the areas faculty decided
to work on 0
Growth in openness
Concern for faculty
Overall atmosphere
Harmony
—tolerance
Freedom in teaching
Cooperation in faculty
Congenial
Generous support from
administration
Ways to work with kids
Energy
Env ironment-phys ical
Age level
Supportive parents
Faculty living here
Food
Teaching success moments
Kids
Town meeting atmosphere
Athletic policy
Sarge
Attitude of boys
Office help
Pat
Confidence
Tradition
Flexibility
Communication between faculty
Individualism
Personal contact with friend
faculty
Friends
V ariety of talent
Concern over funds
oi-
Leave time
"Lovely growth out. of a difficult start. Has the
list of satisfiers and dissatisficrs really relieved
tension or has it taken us back?"
The morning started slowly for me, heavier than
other sessions. Would have helped to begin it with
something colorful, jazzy—the leadership article
got us off on a bad start. "
Things improved greatly in terms of my personal
interest and energy when we dealt with concrete
’satisfiers' later this A.M."
' A bit of frustration. I want to get into the thrashing
out of some of the issues facing us at Fenn. "
"There was a feeling of openness and congeniality but
not a complete letting out of feelings. I really can’t
pinpoint it. Sorry!"
"Had distractions by someone who was negative. Made
me ask myself how I can expect children to concentrate
if there is a distraction of a personal nature. "
"I apologize for the difficulty I am having in relating to
you. I feel that you misjudge the frames of reference,
experience and sophistication of this faculty. The
ordinary pattern of your presentation is, frankly,
patronizing. I really don't mean it to be that way. "
"Except for the potential of the last 14 minutes I don't
feel I've gotten anywhere. I keep feeling when are we
going to do something!? We seem alway s to be
preparing to do, go, or be something, but hardly
actually getting or going there. "
"I enjoy having you develop the subject of evaluators,
etc.
,
which I think will be most helpful in making-
faculty meetings more expeditious and less derisive
—
also more effective. "
"Some people found it difficult to relate abstractions to
the practical, everyday life at Fenn. Perhaps they tried
too hard to make the connection instead of just letting it
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happen. Fortunately by the
connection had been made.
end of the morning this
It was slow going at first. "
'T e morning- started with a few petty gripes and
comments about last night's closure. I felt a little
frustrated that w6 did not get into Fenn quicker than
we did. Now we are and that is good. "
P e r_s
_
onal reflections
. As I write this up, three weeks after the lab, I
am startled by the positive nature of the majority of these notes. My sense was
that I had lost the majority of people during the encounter over the Life Cycle.
How much had the weather and my tiredness accounted for this diagnosis?
Once more, for the potential workshop leader, as well as for myself, the need
for perspective and a co-trainer to help in both perspective and energy lapses
seems imperative.
1:15-3:30
—
Force Field Analysis
Problem Solving Groups on Fenn School Issues
Report Back to Large Group
After lunch we returned for our final session, roughly two and
one-half hours. This section of the workshop was highly structured, both be-
cause of lack of time and because of the nature of the task. These were the
steps that we followed in this session:
1. Using the brainstorm of "dissatisfiers " at Fenn, I
asked them to concentrate on the ones they felt most
important to them, and which were "do-able"
(changeable).
2. They selected the following areas as essential and
possible to change (see dissatisfier list):
a. physical facilities
b. time
c. discipline
d. needy kids—large number needing a great deal
of attention
e. isolated teaching
f. sabbattical
3. 1 then asked each person to go to the group (a
designated area in the room with the title of the
dissatisfier) he or she was willing to work on.
4. At this time I "taught” or presented the problem
solving tool called the Force Field Analysis,
stressing that the groups apply this only if it seemed
helpful. (See Chapter III for explanation of the
Force Field Analysis.)
5. Problem solving groups in which interested and
concerned people would have the opportunity to
work intensely on some area for a period of one
hour.
6. At the end of the hour, each group would present
the area they were working on to the large group,
give a statement of the problem and then speak of
their analysis of it and the steps they had made
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toward solving the problem. I stressed the idea
that if the problem were worth working on then it
behooved them to set up "next steps, " next meeting
time, and start to assign people to given tasks.
This is the model that was presented. With more time, more theory
could have been presented, especially a look at different aspects of change
theory with a focus on leadership. Nevertheless, groups of two to six people
worked together on the various problem areas they had selected, and in the
case of at least half the groups, real progress was made and a definite spirit
of commitment arose. I moved from group to group, observing, giving input
where possible, and helping with their process of problem solving. As examples
of the kind of work done
:
1. Physical facilities. This group spent some real
effort in conceptualizing how Fenn would grow,
what its physical limitations were now, how the
past architect had really designed a white elephant,
and recommendations they would offer the new
architect. The group decided they would like this
responsibility and would ask for input from other
faculty members. The headmaster, who was not
in this group, seemed both excited and extremely
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open to the suggestions as to next steps. In
retrospect this group seemed very productive in
an hour, and leadership of a traditionally admini-
strative level was being taken and responsibly shared
by faculty members. This is the core of organizational
development.
2. A second group dealt with sabbatical leave (there is
none presently) and how to expand alternatives for
personal and professional growth and development of
faculty at Fenn. Several recommendations as to leave
of absence with pay to study, without pay for personal
p-rowth. The headmaster had planned a presentation
to the trustees to "sell" them on the idea. Change
strategies ! Good rapport and excitement working-
together on this one.
3. Isolated teaching. This group really pushed and came
up with a variety of ways to work more effectively in
team teaching units. In reporting back they stressed
the kind of growing that could result from people
teaching together. They presented a framework for
sitting in on each others classes and teaming that
could help with feedback and evaluation for each
other. Considerable trust, openness, and free flow
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of communication within this group. Time was an
issue in the carrying out of these ideas, but the
possibility of working with the group that focused on
lack of time seemed like a logical next step.
Persona! reflections. That the potential for real problem solving is
just being tapped. A great deal of creativity but that due to the hour of the day,
I sense some detachment in the reporting back. Generally productive session,
however; could we/should we have moved into this stage of wrestling with Fenn
issues quite a bit earlier, perhaps last night right after dinner? Did I get caught
in my own lab design and be less flexible than usual because I’ve "got to cover
the three areas" to make my case study legitimate? I did feel a need to stick
to my game plan more than I usually do, which is an irony if I am trying to
create an organic design for Fenn ’s development.
3:30-4:00
—
Closure
The workshop is drawing to a close. After the reporting back
of the various work groups, I ask the faculty to sit back, close their eyes, and
think back over these days that we have worked together at Fenn. I ask them to
consider what parts of these four days have had meaning for them, when did they
make contact with another person that mattered for them, what did they learn
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about themselves or others that was' important, and finally, what gave them
happiness or joy? After a few minutes to think and remember, I suggested
that anyone who wished to could share with the rest of the circle what had been
important or happy for him or her. Various thoughts and feelings are shared
about the workshop and the contacts that have taken place. After this, I reflect
a bit on my feeling about the lab. I told them of my pleasure in having been
able to work with them and their school, and I thanked them. I said how I had
learned so much in being with them, but that the lab had been a difficult one
for me, and that I had a lot of sorting out to do regarding the final day and how
I could have presented the Life Cycle Theory framework in a better way, and
that I had been confused with their resentment and resistance.
The final formal act of the workshop, which seemed more than a little
anticlimactic, was to ask them to fill out the post-test and the semantic
differential, and with this, the workshop came to a close.
Personal reflections
.
At the end of the workshop, several conversations
took place which continued the feedback about the workshop, in a sense, a real
evaluation, although informal. Much of the gist in these conversations I shall
include in Chapter VI, which presents recomm endations and implications of
the workshop. My own state was that of physical and emotional exhaustion. I
had such high hopes for Fenn Two being in the same category as Fenn One, and I
knew that it was not. How involved I had become because this workshop and case
study are my dissertation! am not sure, but my investment and temporary
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letdown were extraordinary. It is only a month later, after studying the feedback
letters of that noon, and examining the formal evaluations that I can feel confident
that it was basically a "good” workshop.
VII. SUMMARY
In summary, the actual differences that emerged between Chapter III
and Chapter IV were recorded in the form of statements titled "planned activity, »
and "emergent activity. " My wish is to illustrate the frequent changes that must
be made during the course of implementing a workshop if the facilitator is
attempting- to be as responsive as possible to the needs and demands of the
participants. Particularly during the morning of Day Four, the order of the rest
of the workshop was altered due to the demands and processing of a major
confrontation which took place at that time. Finally, while the terms "planned"
and "emergent" activities cover the specific changes between the original design
of Chapter III to what actually happened in Chapter IV, it is important for the
reader to know that much of the third area of the workshop— organizational growth
and awareness—had to be considerably altered or omitted. It was my wish to
utilize more theory, especially working off the Life Cycle Theory, and have the
participants experience the role playing exercise before moving into Fenn issues.
Due to lack of time and the confrontation of Day Four, this final segment of the lab
had to be dropped.
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Chapter IV has tried to present to the reader the actual process of what
happened in an intensive workshop experience. In this case the workshop was
divided into two, two-day sections concentrating on the integration of personal
growth, interpersonal growth through specific communication skills and
experiences, and organizational awareness and growth. Process observation,
direct personal feedback, spontaneous informal interviews, and journal entries
were all utilized in an effort to capture and document what actually happened
during the workshop. It has been the goal of the author in this chapter to describe
accurately the process of implementing a workshop, with its ups and downs, the
confrontations, the expectations, and the inevitable change and growth that take
place. In Chapter V, I will try to evaluate the implementation and process of the
workshop by examining and analyzing the data collected through a pre- and post-
workshop questionnaire, and a semantic differential instrument. Informal
evaluation from both the participants and the author will also be presented.
CHAPTER V
EVALUATION OF THE WORKSHOP
I. FORMA L EVALUATION
Introduction
The importance of evaluation in training can not be underestimated. Too
often ’’well it seemed to feel good, " or "people really like it" get substituted
for a concrete, thoughtful analysis of workshop results. Even the accurate
knowledge that people in the workshop became excited, got "turned on, " and really
were working more effectively together is not sufficient if one is concerned with
organized change and improving models for realizing and actualizing change.
While the emphasis of this dissertation and case study is centered on the
design and implementation of the workshop, the author felt it was essential to
include both formal and informal evaluation in order to determine some of the
effects of the training program on the participants and upon the school. It was
felt that the evaluation also would be helpful for those readers who wish to
utilize any aspect of the workshop design or implementation in their own efforts
at school development through lab training.
The formal evaluation was organized in the manner of a questionnaire
which was designed to collect preliminary data from the workshop participants
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and give an altitudinal estimate of the effect of the workshop upon them. The
questionnaire was organized into two parts. The first half consisted of a series
of open-ended questions which asked for each participant's expectations as to
what he/she wished to gain, learn, or be able to accomplish having participated
in the workshop. The identical questionnaire was presented at the conclusion of
the workshop.
The second half of the formal evaluation utilized a semantic differential
to gather data on the following concepts which had been previously stated as
central goals of the workshop:
1. Personal growth and self learning.
2. Interpersonal skills and awareness of group dynamics.
3. Understanding and awareness of organizational and
leadership theory.
4. Opportunities for "back home" application and use.
The semantic differential is an evaluative instrument which asks the participant
to regard each of the concepts listed above and to judge each on seven different
scales which are defined by two polar-opposite adjectives, one written above
the left end of the scale, the other written above the right end. Each scale has
nine numbered points between the two adjectives. Each judgment is made by
deciding whether an objective is best described by the adjective at the left end of
the scale or at the right end of the scale. Depending on the strength of the judgment,
the evaluator circles the number which best coincides with his feeling: Thus 1 and
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9 represent the strongest feelings on either end of the continuum, number 5
would represent a neutral response, 2, 3, 4 and 6, 7, 8 would respond to 1 and
9, but in less strength of feeling.
Analysis of Results
A. Open-Ended Questions
There were 18 participants in the workshop; 16 people returned
the pre-workshop questionnaire and 14 returned the post-workshop questionnaire.
The results of the pre- and post-questionnaire are found below with each question.
The first question asked: 1TWhat do you hope to gain/learn from this
workshop?" The results of this question are to be found in Table 1 below.
TABLE 1
Question One: "What do you hope to gain/learn from this workshop?"
Pre Workshop Questionnaire
Understand fellow faculty better and relate better (10)
Relate better to students (5)
Gain perspective in working with group (1)
Understand self (2)
Help young people better relate to each other (1)
Be more effective as a teacher/person (1)
Post Workshop Questionnaire
Get to know people better and increase trust (6)
Developed skills and tools (3)
Better understanding of role with students (1)
Be more effective with others through better channels
of communication (6)
Know self better (1)
Will be better in the classroom (1)
Help kids be better in group settings (1)
Better understanding of how to improve organizations (3)
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en from Table 1
,
the greatest number of responses (65%) stated
in the pre-workshop questionnaire that their primary concern and hope was to get
to know and relate better with their feilow faculty members. Another large
percentage (35%) hoped to be able to better relate to the students as a result of
the workshop. The other responses to this question dealt with concerns such as
helping students relate better with each other, understanding oneself more deeply,
and gaining perspective on working with Tn th*g cn groups. In the post workshop question-
naire, responses indicated that some 80-90% felt that they had gotten to know.
trust, and be more effective with others because of the workshop. Several others
indicated that they had developed new skills and tools and that steps toward
organizational improvement had been made. In summary to this first question,
there was a high degree of smilarity between pre- and post-workshop expectations.
Tne central learning was to know others better and to be able to relate to them
better. The post-workshop evaluation indicated that for a large percentage this
had occurred.
The second question asked "What specific goals do you have in each of
the following areas ? What do you hope to accomplish in each? Personal growth
and awareness. Interpersonal growth and awareness. Organizational growth
and understanding. " Table 2 gives the following results;
TABLE
2
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From an analysis of the above table, it can be seen that pre-workshop responses
were largely directed toward concern for others, to gain a higher degree of
understanding, tolerance and kindness. This theme ran throughout the goals in
each of the areas of personal, interpersonal and organizational growth and
awareness. A few people stated that ease with others, more sensitivity to
students, and more cooperation on an organizational level were important for
them. About 60% did not respond at all to this question on the pre-workshop
questionnaire. In the post-workshop questionnaire only 20% did not respond at
all in the categories of "personal" and "interpersonal growth and awareness."
The reflections suggest that personal insight had taken place, that listening was
improved, and that interpersonal communication and understanding was better
because of the workshop. As to "organizational growth and awareness, " 45%
did not respond which might indicate both their tiredness at the end of the lab
and confusion as to what that concept really meant. One or two mentioned that
they were more aware of the relationship of the individual to the organization and
had some idea of how to more effectively participate in implementing organiza-
tional goals. Especially in the pre-workshop questionnaire there was a sense
that there was ignorance of the meaning of the terms "personal, " "interpersonal, "
and "organizational, " in several instances people spoke of it being too soon to
judge the impact of the workshop.
The third open-ended question asked: "What do you think you will be
able to do, or would like to be able to do, after having participated in this
workshop?" The results of Table 3 follow.
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TABLE 3
Pre Workshop
Large group functioning (1)
Better relate to children (6)
Better relate to faculty (6)
Better relate to families (1)
Better exchange of ideas (3)
Help kids understand kids (4)
Listen to people better (1)
Help kids use and evaluate good criticism (1)
Continue as before (1)
Be more imaginative (1)
No response (6)
Post Workshop
Can understand and communicate better (10)
Better trust with faculty
Better trust with kids (7)
To be able to run a similar group (1)
Help kids be more effective with
other kids (1)
Understand group decision making (1)
Work on concrete Fenn issues (1)
No response (1)
From an examination of the results of Table 3, it is apparent that on
the pre-workshop questionnaire the responses show that the great majority wished
to be able to have better relationships with faculty and students. Children under-
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standing children, better listening, large group facilitation skills were
mentioned as well. Some 30% did not respond to the pre-workshop question-
naire, but only one person did not answer this question in the post workshop
questionnaire. The results on the post-workshop questionnaire indicated
almost identical accomplishments as the pre-workshop questionnaire goals.
Working together, more understanding, and a higher level of trust with both
faculty and students were the primary results of the workshop.
Question four asked: "What do you think will be the strengths and
weaknesses of this workshop for you? Be as specific as possible. " The results
of this question are found in Table 4.
As seen in this table, the reactions to the question in the pre-workshop
evaluation, 60% did not respond at all. Those that did respond saw the strengths
in the workshop approach itself as a potential catalyst, the chance to share new
ideas and the experiences of others. Two people said it was too early to know.
The weaknesses were seen as not having students present, one thought it
unnecessary to have a workshop because they felt that trust was already there,
fear of disclosure, conformity of people, and the leader's unawareness of Fenn.
From the post-questionnaire analysis, the follow ing kinds of answers
indicated that among the strengths had been the bringing together of people, that
a good start had been made, that the faculty had in fact opened up, and that tools,
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TABLE 4
Pre Workshop
Strengths
Weaknesses
Good exchanges/catalyst (1)
Like workshop approach
(1 )
New ideas (1)
Share experience of others (1)
No responses (10)
No children present (1)
Goals seem unnecessary
because of trust (1)
Inability to be honest with
selves (1)
Leaders unawareness of
Fenn (1)
Fear of too much disclosure (1)
Conformity of "line of
conduct” (1)
Post Workshop
Strengths
Brought faculty together (1)
New ways of getting to know people
more closely (1)
Good starting point to think and
work on Fenn goals from (1)
Faculty got away from mundane matters
of school and did discuss matters
openly (1)
Awareness as a teacher (1)
Trust development, group process (1)
Weaknesses
Occasional fatigue—wheel
spinning (2)
Scepticism about group
effectiveness
Tendency to bull session
—
like our faculty meetings (1)
Possibly too much theory (1)
Not enough techniques for de-
veloping better group
relations with kids
Needed more on Fenn
Trust level didn't grow much (1)
Not sure of skills to implement
Not enough personal communi-
cation, delayed doing,
too much preparation
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techniques, and sma>, group proces8 sklUfl ted been developed Qn[y^^
did not respond, so it appears that people had learned what the strengths and
weaknesses were. The weaknesses were seen to be the fatigue level of the
participants, the issue as to whether trust had increased or not, a feeling of
too much theory presentation, and too much wheel-spinning at times. The
responses to question four are far more specific in the post workshop analysis.
The pre-workshop responses were more "polite" and "middle of the road. " There
was a fairly even balance of stengths and weaknesses in the post-workshop
questionnaire.
The final item in the questionnaire was, "Additional comments or
statements that you would like to add before attending the workshop, or having
attended the workshop. " Table 5 gives the results of that question.
TABLE 5
Pre Workshop
Waiting, open, receptive to workshop (1)
No response (17)
Post Workshop
Most enjoyable, too soon to pull it all together.
Did have opportunity to share; my character remains
the same; are things "opened up, " or are battle
lines more firmly drawn?
It all happened in September for me.
Disclosure is necessary for people to work together;
while it is difficult for all, perhaps dangerous, it
is really helpful in establishing trust between two
or more people.
No response (10)
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As can be seen from Table 5 on the pre workshop questionnaire, only one person
responded and said that he was open, receptive, and waiting to begin. Four
people answered this question on the post workshop questionnaire. They felt
that the workshop was enjoyable but that it was too soon to evaluate. Another
said that "it had all happened in September. " while a third suggested that
disclosure, while difflcult-perhaps dangerous-was necessary for people to
build trust. One person simply and eloquently asked, "Are things opened up
here or are the battle lines only drawn more firmly?"
B. Semantic Differential
The results of the post workshop evaluation derived from the
semantic differential technique are found in Table 6. Judgments were made on
each concept scale pair on a nine point scale (1-9). Twelve people out of the
eighteen who participated in the workshop returned this evaluation. Each of
the concepts as rated in Table 6 is explored below;
Concept One : "My personal growth and self learning. " On all but two
of the seven scales, participants’ ratings ranged between 7.0 and 7.4, the
highest rating being 7.4 on the "meaningless" to "meaningful" continuum. The
two exceptions, scales "low" to "high" and "vague" to "clear" each had two
people giving the rating as 5 which indicates neutral or confusion. These two
scales for all four concepts consistently had two or three people giving a 5,
which suggests that the adjectives are either not relevant or are simply unclear
for the concepts used. The mean for this concept was a 7. 1.
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TABLE 6
Analysis of the Semantic Differential Data Collected
at the Completion of the Workshop
Concept Scale Mean
My personal growth and self
learning
* Worthless - Valuable
Useless - Useful
7.1
7. 1
Unimportant - Important 7.3
Low - High 6.8
Vague - Clear 6.3
Unsuccessful - Successful 7.0
Meaningless - Meaningful 7.4
Interpersonal skills and Worthless - Valuable 7.
1
awareness of group dyn am ics Useless - - Useful 7.0
Unimportant - Important 7.2
Low - High 7. 2
Vague - Clear 7.1
Unsuccessful - Successful 7.0
Meaningless - Meaningful 7.2
My understanding and aware- Worthless - Valuable 7.6
ness of organizational theory Useless - Useful 7.7
and leadership theory Unimportant - Important 7.6
Low - High 6.6
Vague - Clear 6.6
Unsuccessful - Successful 6.7
Meaningless - Meaningful 8.0
Opportunities for "Back Home" Worthless - Valuable 7.6
application and use Useless - Useful 6.8
Unimportant - Important 8.1
Low - High 7.5
Vague - - Clear 6.4
Unsuccessful - Successful 6.9
Meaingless - Meaningful 7.2
Judgments were made on each concept scale pair on a nine point
scale (1-9).
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Concept Two: "Interpersonal skills and awareness of group dynamics. »
On this concept the scale ratings all ranged between 7. 0 and 7.2, the mean being
7. 1. With the exception of the two scales "low-high" and "vague-clear" which
resulted in several ratings of 5, and the one person who continually gave rankings
of 3 to 4 on all concepts and scales, all ratings were between 6 and 9 on all
seven of the individual scales, generally very positive.
Concept Three: "My understanding and awareness of organizational
theory and leadership theory. " The range extended from 6.6 on the "low-high"
and Vague-clear" scale to 8.0 on the "meaningless-meaningful" continuum.
The mean of the seven scales was 7. 3 and most of the individual ratings fell
between 7 and 9 on the scale.
Concept Four : "Opportunities for ’back home' application and use. "
The range of the scales was between 6.4 and 8.1, the "vague-clear" scale being
6.4 and the "unimportant- important" scale having the 8.1. The mean of the
seven scales was 7. 2, with the great majority of the individual ratings falling
on numbers 7 and 8.
Finally, from an analysis of the data, the following general statements
can be made:
1. On a scale of one to nine (1-9), the overall mean
of the four questions was between 7. 1 and 7.5,
generally very positive results.
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2. On several of the concepts the lowest means were
recorded on the scales of "low" to "high, " and
Vague" to "clear, " which may indicate that those
two scales were not particularly clear and effective
since several people recorded a 5 or neutral
response due to lack of understanding, and this
brought the mean average down.
3. The category with the highest mean was that of
"opportunities for back home application and use. "
4. That out of fourteen people only one person
consistently gave negative ratings on the scales.
Typically all concept ratings were concentrated
between six (6) and nine (9).
In order to aid the reader, the scales of the semantic differential have
been changed from the workshop evaluation instrument to Table 6 by reversing
the scales so that they all read negative to positive, which would mean that the
high numbers respond to "good" things.
Conclusion
In summary the open-ended questions indicate a high degree of
correlation between the pre workshop questionnaire and the post workshop
questionnaire. The predominant goal for the faculty was the opportunity to build
stronger and more understanding relationships amongst themselves. The analysis
of the post evaluation showed that in many ways this had taken place. In a
number of cases the pre workshop evaluation showed a lack of understanding of
terms and a readiness to offer reaction to the questions.
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Regarding the semantic differential, the results seem to show that the
workshop was viewed as very positive. The numbers are well above average,
roughly 7 on a scale of 9, and indicates considerable success by the participants
in meeting the goals of the workshop in the four concepts.
While the sample was small and the evaluation instrument deals only
with attitudinal response and change, to this author, the results of the evaluation
have value and perhaps may be helpful for future efforts made in the field of
workshop design and implementation.
II. INFORMAL EVALUATION
Introduction
In this case study, informal evaluation took place throughout the
workshop. The kinds of instruments used were feedback letters from the
participants; process observation notes by the author; journal/diary entries
throughout the pre- and post-planning, during the workshop, Fenn I, during
the transition, and during Fenn II; "personal reflections" as the implementation
was written up; and a series of informal interviews that occurred throughout
the workshop.
Explanation and Use of the Instruments
The following kinds of instruments and techniques, while seemingly
rather casual and informal, can prove to be extremely sensitive mechanisms
for immediate and long-range evaluation of a workshop experience. Coupled
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With the formal evaluation that took place, they can provide a very real
contribution in the assessment and understanding of certain kinds of changes,
responses, and modulations that are the basis for any real evaluation.
I will explain briefly each instrument used in the informal evaluation
by describing it, telling how it was used, and referring the reader to the parts
of Chapter IV where it was employed.
PgjLs onal feedback letters. These are very short, unsigned,
thoughts written to me at the end of a given session. There
are a series of sentence stubs, such as "What I liked/didn’t
like about this session, " or "What I want for tomorrow is.
.
"
They are used by me in the manner of post meeting reaction
sheets that help me get a sense of how people feel about what
has taken place and what they would like to happen next. They
are both a barometer of my effectiveness and contribute to the
process of making the participant an active contributor. He/she
has an opportunity to speak up with both positive and negative
reactions. Feedback letters were used once at the end of Day
One, and secondly, just before lunch on Day Four. Please
turn to those times for reference as to how the letters serve
to evaluate.
2. Process observation notes are notes of observation that I take
during the course of an experience. Rather than evaluate, they
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attempt to describe what is happening, and how it is happening.
In this workshop, most process observation takes place under
the heading of personal reflections, which are my thoughts and
reactions to what is going on, or has gone on during a given
experience. Personal reflections are found throughout Chapter
IV, usually just after the particular experience has transpired.
Their reason for being is to aid in documenting the reflections
and feelings of the workshop leader and in capturing the process
of a workshop for the reader.
3. Journal entries. I found it helpful to keep a journal or diary
during the entire experience with Fenn School beginning from
"initial contact" with the headmaster, through pre-planning notes,
to both workshops and the transition, until quite recently as the
process of continuing school development goes on. While these
entries, as with the personal reflections, are entirely subjective,
they may serve as a balance to the formal, objective evaluation
and as an insight into one perspective regarding the "Fenn
School experience. " Both sets of pre-planning notes, which
include a number of diary entries, and specific journal entries
are included in Chapter IV.
4. Informal interviews usually evolved in the form of conversations
which took place during meals or directly after a given session,
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sometimes with three or four people speaking to and with me
about their personal reflections and feelings of the workshop.
Similar to the feedback letters, they served a valuable function
by giving me another perspective as to what was happening, how
to avoid certain kinds of problems that they saw as imminent,
and what I might include in the next session. Both informal
interviews and feedback letters are imperative if the "organic
lab" concept is to be achieved. One further function of these
conversations is to help me get to know individuals and vice
versa. This is essential for the trust level. For examples of
the informal interviews, see conversations with Kim, with
faculty during meals or coffee breaks, and immediately after
the final session of Day Two and Day Four.
5. Critical incidents
.
Perhaps more a phrase for highlighting
certain crucial moments in the evolution of the workshop, the
critical incidents, such as during the Magic Circle experience
just before lunch, Day Two, or during the coffee break on
Day Four when the teacher told me, "You're going to blow it
if.
. .
" served as a way of conceptualizing and evaluating,
sometimes on the spot, the events and dynamics that influenced
the direction and development of the lab in an important way.
For the future implementor of labs, the capacity to sense and
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respond creatively and effectively to the critical incidents is
fundamental. The critical incidents are referred to throughout
Chapter IV.
In conclusion, the informal instruments of evaluation are
primarily subjective in nature, stemming from either personal
responses from the participants in the form of feedback letters
or oral communication, or personal responses from the author
in the form of "personal reflections", diary entries, process
observation notes, and analyses of critical incidents. While
of a subjective nature, I feel that coupled with the formal
evaluation, they perform a valuable insight and means of
evaluation.
III. SUMMARY
Chapter V is an evaluation of the implementation of a workshop (Chapter
IV). The formal instruments used in the first part of the evaluation were a
pre- and post-workshop questionnaire utilizing open-ended questions to evaluate
the four basic concepts of the workshop, and a post-workshop, semantic
differential utilizing seven bi-polar adjectives for assessing the degree of
success or failure in realizing the four concepts around which the workshop is
designed and implemented.
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In addition to the formal, more objective section of evaluation included
m this chapter, there is also a subjective, informal section which employs the
following instruments and techniques for gathering data and information:
personal feedback letters, process observation notes, journal entries, informal
interviews
,
and an analysis of critical incidents. While the data is of a pre-
liminary nature and a small sample, it is hoped that it will serve to give a
rough estimate of the attitudinal impact and effect of the training model.
In conclusion and in transition to Chapter VI, the direct findings and
learnings that stem from the formal and informal evaluations of Chapter V will
be presented for the reader in the final chapter. The format for this will be
identification of a series of significant learnings for the author as a trainer
that were generated during the course of the workshop and from the evaluations.
Training recommendations will be given for each of these learnings. The wish
here is to give to the reader and future workshop implementors a series of
practical and concrete guidelines that may prove to be helpful for his or her
own design and implementation. The chapter will begin with a summary of the
case study and end with some concluding remarks about the dissertation.
CHAPTER VI
SUMMARY, INSIGHTS, RECOMMENDATIONS AND CONCLUSIONS
I. SUMMARY
l his study evolved from the author's experience as a member and
trainer of various workshops which dealt separately with aspects of either
personal, interpersonal, or organizational growth. Seldom was an effort made
to systematically bring those three areas into some kind of integration. It was
the author's thesis that without this integration far less would occur in the way
of personal growth affecting organizational growth, or organizational growth
being in harmony with individual goals. The first chapter develops this problem
into a statement, explains why an integrated model is needed, and offers the
methodology that will be employed to achieve that model.
An overview of the literature and various models for growth in each of
the three areas with one representative model being expanded as exemplary of
the area was presented in Chapter II. The contact and development of a relation-
ship between the author and the headmaster of a small private school resulted in
the opportunity to develop a workshop model which had as its primary intent the
integration of the three areas of growth. Chapters III and IV were concerned
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first with the design of the workshop, how to bring together the three areas into
a concrete series of steps with a rationale behind each step, and secondly,
with the actual implantation of the workshop, the steps of putting the ideas
and theories of this author into the actuality of a workshop situation. While
it is impossible to capture the total experience of a workshop, an attempt was
made in this dissertation to recreate the actual process of what tappers in an
intensive workshop setting, the kinds of exchange, growth, change, etc.
.
that
take place during a workshop. A variety of means, including process observation,
feedback letters, informal interviews, diary excerpts and persona; reflections,
were used to capture and present the spontaneous and organic process of a
workshop.
Tne training itself took place over two, two-day workshops a month
apart. The first session, Fenn One, focused on personal growth of participants
with a concentration upon Values Clarification and upon interpersonal growth
using tne vehicle of she Magic Circle for increasing interpersonal skills. Tne
second part of the workshop continued the processes of the first, but moved into
the third area of growth—organizat ional—concentrating on the Fenn School, its
issues and problems.
Even with the perhaps unrealistic expectation of the author, the evaluation,
both formal and informal, suggests that the training workshop and integrated
lab approach generally achieved very positive results. The formal evaluation
in Chapter V, while not an in-depth study and based upon only preliminary data,
183
seemed to correspond with the informal evaluation in that most individual goals
were met and most participants indicated an increase of interpersonal and
organizational skills and awareness.
The results of evaluation may indicate to those who wish to help
schools move in the direction of openness, shared decisionmaking, and in
implementing the kinds of curriculum that center on human skills and affective
education, that the integrated workshop can be an important school development
concept and strategy. The final chapter is concerned with the analysis and
presentation of significant learnings of the author that grew out of the workshop
and case study. For each insight or learning a specific recommendation is
offered with the hope that it may aid the person who wishes to design and
implement workshops in school settings.
1 1. PERSONAL LEARNINGS AND RECOMMENDATIONS
One goal of this case study was to design, implement and evaluate an
original workshop model to see if personal, interpersonal and organizational
growth could intentionally be planned and executed through integration in a single
workshop. Evaluation indicated that that goal was at least partially realized.
A second goal and purpose of the case study is to offer the reader and potential
practitioner some guidelines and personal learnings about the workshop which
will be shared in the form of ’’learnings" and "recommendations. " Since I have
found this final chapter to be so personal I would like to use the informal "I"
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once again, and to share the learnings in the form of "I learned- statements,
in the style incorporated within the workshop itself.
EARN ING 1 : I learned that lab and workshop design, planning, and
implementation are more apt to fulfill participants’ needs if the participants are
involved in the early stages of design. With the Fenn School, most of the
planning came from the Headmaster and myself; there was a faculty meeting
before the second part of the workshop at which time the faculty did decide that
they wished to continue the process of the workshop, but the actual planning and
direction of the lab was still filtered to me through the eyes of the Headmaster,
and while I firmly believe in his objectivity, I think there may have been a
different focus between him and the faculty. In other words, he felt the direction
should be organizational, while some of the faculty were interested more in
sharing and interpersonal growth.
Re commendat i on ; That the facilitator or leader have as much contact
with as many people as possible before the lab, and that if possible, the entire
faculty have the opportunity to participate in the planning and input sessions of
workshop content and purpose.
LEARNING 2: I learned that given the nature of the average teacher's
work-week and school day, the kinds of tiredness and mid-term fatigue
encountered at Fenn Two must be expected and are real obstacles to overcome.
In order to do so, I spent more time in trying to rebuild the spirit of excitement,
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commitment, and joy that had been established by the end of Fenn One. The
need to rebuild threw the design off and resulted in not entering into Fenn issues
and problem solving until the final day.
JRecomm e^ndation ; That workshops be held on release days, not after
school or at the end of week. Preferably, they would take place at the beginning
of terms or during vacations. Having workshops at the end of the day, or week,
or at mid-term make the facilitator's job far more difficult. Ideally the work-
shop would take place at a retreat setting and thus exclude even more of the
day-to-day demand and routine. Much of the effective facilitator's job must be
concerned with energy, motivation, and satisfaction of the participants' needs
on a number of levels.
LEARNING 3 : As mentioned above, the need to try to pick up, get
moving again, and recreate the sense of commitment and enthusiasm after a
month's time lapse was extremely difficult and only partially successful. So
continuity ol workshop as well as the end-of—the—day-and-week-syndrome is
important to consider.
Recommendation
:
Whenever possible, do not interrupt the stages of
a three- to five-day workshop. Both continuity and expectations are very
important dimensions that become lost or exaggerated when an integrated,
sequenced lab gets divided. Several teachers mentioned after Fenn Two that
it was almost impossible to live up to the expectations created during the time
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that had pased between the two workshops.
J^liNINGJ.: 1 learned that while breaking up the Fenn School workshop
into two sections had some negative consequences, that 1 might have structured
and presented the separation in such a way that the separation might have been
far more positive. 1 needed to build some kind of a bridge around the split that
would have let people internalize and use the experiences of the first workshop
and then come back to the second part being able to build on the first and upon
the experiences that grew out of the time between the two.
jRecommendation: To state clearly why a time interval between two
workshops maybe good and to build activities and learnings around the break
itself. While in some instances, perhaps the Fenn workshop itself, a break may
serve only to fragment the sequence of growth and learning, it is certainly
possible to make use out of the break if it is necessary and to make that
transition a positive one.
LEARNING 5: On Day Four a major confrontation occurred which has
important implications both for tim ing, method, and content of workshop design.
After several days of primarily personal and interpersonal focus, I had asked
the faculty to read the Life Cycle Theory of Leadership and come to the workshop
planning to discuss and work from it. Many faculty simply did not like the jargon
or the concept and were angry with me for having asked them to read it. Several
learnings came out of that situation. First, I found myself confused, tired,
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down, and really alone. I needed an objective person not only to help me at the
moment, but also to aid me in examining and learning from the experience by
processing it with me afterward.
Recommendation
,: Whenever possible, work in a lab setting with another
person to eo-facilitate. While I did not want to share that job and really desired
to "orchestrate my lab" in my own way, a process observer would have been
invaluable to me, and a co-facilitator might have been able to help me and the
participants reconstruct the lab at that moment in a more creative and satisfying
way than I was able to alone.
LEARNING 6 : The issue of confrontation is most sensitive. The Fenn
workshop might have gone further had we overcome more of the private school,
middle-upper-middle class ethic of politeness and good manners, the implication
being, "better not to say anything a t all if you can’t say something nice." For me
the problem comes if I, as the leader and facilitator, confront someone who is
blocking or being disruptive in the lab, and doing so, frighten or "turn off" that
person, and others, and lose them from being a potentially positive contributor
to the lab. My usual style is to hold off on confrontation and simply try to accept
that person's confusion, negativism, fear, or whatever, and that eventually my
accepting behavior will allow them to trust me, the process, and to stop blocking.
In this case with the Fenn School and one person in particular who blocked at
almost every step of the way, I did not confront, and by not doing so, at several
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stages the workshop bogged down and the group as a whole lost energy.
Recommendation: Be willing to trust your reactions and realize that
accepting behavior is not always the best way to help that person or the group
move. In the case mentioned above, sincere confrontation as opposed to
hostility or putdown would have, I believe, been a more helpful leader behavior.
As I learned later, a number of people had felt blocked by the same person, and
had I modeled the legitimacy of confronting, it might have helped establish the
norm of direct confrontation as being a positive way to growth and allowed the
faculty to do more themselves.
LEARNING 7
;
I learned that part of the breakdown and blocking that
occurred on the final morning after the assignment of the Life Cycle article
stemmed from the sequence itself; that is, moving from personal and interpersonal
growth (with all the excitement of self and other encounter, with disclosure,
etc.) into organizational theory can seem dry and rather theoretical to the
person who has been in the middle of intensive personal growth.
Recommendation: While I still believe in the sequence of personal to
interpersonal to organizational, because only if people are involved and excited
and growing personally will the organizational section make sense and gain their
support. What I feel is essential here is a smoother transition, to lay the
groundwork more carefully and clearly so that the participant will not be jolted
aind irritated by movement into organizational. Here again is a reason to try to
include the participants in the actual design of the workshop itself.
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LM.RNING 8
_: 1 learned that by not sharing my "hidden agenda, " that
this workshop was part of a case study dissertation with the entire faculty, I
struggled with a sense of fear and guilt throughout the entire workshop that was
needless. I was afraid that the faculty would not follow my design and that in
not doing so, my evaluation would be invalidated and the dissertation would
become a failure. The guilt, also needless, came from the fact that I was holding
back information from the participants and thereby not being totally honest with
them. The net result was that I was stiff, anxious, not nearly as natural as I
believe I usually am. I could not and did not "trust the process" and energy of
the workshop and participants because I was so involved with making my design
go. In other words, I got locked-in to my design and was essentially inflexible.
A basic trust issue.
Recommendation: This is perhaps the most basic and important re-
commendation and learning of the case study. To trust the process, the people,
and oneself is absolutely essential. I had not done so because I felt I had to run
the workshop the way I designed it and that to deviate from the design would
invalidate it. I could have explained to the participants that this workshop
represented the pulling together of n number of ideas and workshops with which
I had been working for several years and that as part of a dissertation study I
was attempting to determine how effective, if at all, the workshop had been in
each of three areas. So, the recommendation is to keep straight and always
open with the participants
,
for the bind that I got into by not doing so, and by
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always having that "hidden agenda" hanging over was an awful burden. In some
ways I believe it became self-fulfilling in that fears that I had never felt in a
V,
workshop before became reality.
^EAJININ^: i relearned that real school development, like organizational
development, is not one or two workshops or an intervention; it is the establish-
ment of a relationship over time, and to insure effective change, there must be
a continuous process of interaction between the client and the consultant.
Recomm endat ion : To try to create a relationship where inputs, work-
shops, interventions and process consultation can continue over a period of
months and years. I am happy to report that with Fenn School there have been
several continued contacts that will probably result in other workshops, classroom
visitation, and specific training (other than total school involvement) in the nature
of curriculum development with an interested group, a basic training group for
those that are interested, and a continuation of some kind of workshop in Values
Clarification and in the Human Development Program.
LEARNING 10: Painful but true, old feedback that I like to control
situations comes back vividly. I was not willing to trust that the participants
would go with me if they knew that this was a dissertation study. I did not want
to have a co-facilitator because I wanted to ’’orchestrate" it my way. And for
a variety of reasons, I found it difficult to be flexible with my workshop design
because I was sticking to my plan and needlessly fearful about writing up the
dissertation.
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Rt^mmcndation
: Rather personal, but 1 learned that I need to keep
examining power and control in my life and work, and perhaps consider getting
into more situations where I not only risk more, but give up control intentionally.
kEARNING n ; Believing in the concept of meaningful work, that people
be involved in the planning, implementing, and evaluation of the work they are
doing, I relearned that it is imperative that the faculty become involved at an
earlier stage in the planning of the workshop. Almost all my contact was through
"the boss, " the Headmaster, and especially in Fenn Two, the negative consequences
were quite evident. In addition to not being involved and thus not committed to
what would happen to them (because 1 was not with them at the meeting when they
decided to continue), I was unclear on what their real goals were since I heard
about them only through the Headmaster.
Re_eomm endai ion ; To insist that the faculty be involved in the planning
of what is going to take place, and secondly, to be present at as many of the
planning meetings as possible. The implications for this concept in teaching,
whether at a giaduate level or at the elementary level, have very important
consequences for the facilitator/teacher and the learner. The motivation of the
learner is a critical variable.
LEARNING 12 : Time sequence of the lab. While the month that trans-
pired between Fenn One and Two allowed for some practical implementation of
learning and certain kinds of problems and issues to arise, which might then
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be explored and dealt with in the second part, the drawbacks seemed to far
outweigh the advantages in that the impetus, especially where personal growth
and trust building is occuring, often gets diffused. Secondly, expectations as
to how superlative the continuation of the workshop must be in order to live up
to the beginning get out of all proportion.
Keconm^ndation
: If at all possible, do not interrupt the sequence of a
three- to five-day workshop that is affective in nature and that is attempting to
build a sequence of growing through personal to interpersonal to organizational.
Continuity of feeling, trust, and experience is essential.
LEARNING 13 : That tiredness, both of the participants and of the
facilitator, heat in the room, the weather outside, and the qualities and limitations
of the facilities may have a decided impact on the outcomes of the workshop
itself. At Fenn, extremely muggy days with no air conditioning and the tiredness
were two very powerful factors in determining the success and failure of the lab.
Recommendation
: I learned that I will take more time in diagnosing
the "hygiene factors" in the environment and in trying to ameliorate them.
Basically I am saying that the leader needs to pay, particular attention to these
dynamics, and try to solve them with the participants and avoid these conditions
with the client when setting up the lab in the first place.
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LEARNING 14: 1 realized that I moved back into personal growth in
Fenn Two in order to got people involved through emotional interaction and
excitement and to overcome their tiredness. This change was indicative of my
needs, not necessarily theirs, and represents an assumption on my part. The
result was that we had only the next day to deal with Fenn issues and that the
transition through the Life Cycle article was very abrupt.
^commendation: That I could have looked at the organization in a very
personal way that might have gotten people involved just as intensely. I might
have concentrated more on giving the participants more diagnostic tools and
processes for personalizing school development and making participation more
active.
.LEARNING 15; That any workshop, even those that are intensive and
affective, needs to find ways to overcome lethargy and to incorporate breaks
that will increase energy levels which will then be translated back into the
workshop itself.
Rccomm endati on
:
That far more be done to raise energy levels through
music, dance, m ovement techniques of personal and interpersonal growth, or
simply fun games if the facilitator does not know how to include the others. Even
a break which lets the participants take a walk or play a game of volley-ball can
help with the problem of energy a great deal.
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LMRNING_1G: I learned I hat part of the reason not to share the hidden
agenda of my dissertation with the faculty of the Fenn School came from a lack
of trust in the process of a dissertation. In other words, I believed that if I
didn't do a fine job and if the case-study didn't work out as the committee wanted
it to, then I might be in danger as far as graduating was concerned. I knew I could
trust the committee to help and that they would accept the case study whether it
had gone perfectly or not. This tells me something of how I react to pressure,
and in this situation, I began to doubt the nature of my relationship to the
committee.
Recommendation: This is more personal than perhaps transferable,
but the issue for me here is to remind myself and others to keep looking at their
needs, motivation, and goals, and to be a "self-scientist" as often as possible;
that is, to study oneself and keep trying to put together the self-data, especially
in times of pressure.
17
:
I realized that I assumed the responsibility to overcome
the lethargy and tiredness of the entire group at the beginning of Fenn Two. It
was an awesome job, and it seems to me that I could have built in far more that
made it "their" workshop, and that they could have had a hand in helping to
overcome legitimate end-week tiredness.
Recommendation : Part of the control issues again. It would have been
exciting and helpful to have created an in-house team beyond the Headmaster.
With them I would have worked in planning the workshop. Getting input from
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them for just such issues as tiredness and workshop direction, might have made
it possible for me to give them skills and responsibility to effectively help their
"leader" when he is in the same situat ion. As with children, a key goal in
helping an adult, or group of adults mature, is to give control and responsibility
to them and help them achieve their goals. Regarding the trainer's possible
role or function, then, it would have been fairly easy to have built in sources of
energy and commitment by involving more than the Headmaster in the planning
and execution of the workshop. In addition to having- my own "in-house" support
system, which would have been invaluable given the nature of Fenn Two, this
approach would have demonstrated and modeled internal Fenn School expertise.
It also would have removed the onus of complete responsibility for all that
happened, whether it was a success or a failure, which I perhaps too readily
shouldered.
LEARNING_18: That painful or extremely difficult situations often cause
great growth and change. In this case the workshop, while one of the hardest
and least successful in its immediate aftermath, has developed some of the best
and most exciting insights with regard to myself, leadership, workshops, human
behavior, and school development that I have ever experienced.
Recommendation
: To risk-take and occasionally get "over one's head"
when one is ready for it. Also that out of difficult and even painful experiences
one who is open to the process and willing to examine it, may learn a great
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deal that will result in some important growth.
III. CONCLUSION
This dissertation represents over four years of experience and learning
that began when I returned from teaching high school American and English
literature in Spain. During these four years I encountered and became deeply
involved with Humanistic Education, human relations training in group process,
and the new and extremely exciting field of organizational development. The
workshop was, in one sense, the culmination of my education here at this time.
It was my attempt to pull together the three areas of growth-
-personal, inter-
personal, and organizational in one school. What I found, beyond the design
and implementation of a workshop that I know well, believe in, and have run many
times, was something much more powerful in terms of my own growth and
development that has emerged from the process of writing this dissertation. I
hope it may also have worth and an impact upon others who take the time to read
and use parts of it.
In another and greater sense, my education and the opportunity to make
an impact upon schools and the quality of the lives of children and adults is just
beginning. More than ever before 1 understand the meaning of Carl Rogers'
title, "On Becoming A Person. " To know that I am in that process and to have
had the opportunity to enter it makes me deeply grateful.
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APPENDIX A
POST-WORKSHOP QUESTIONNAIRE
Pre-Wrokshop Expectations
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Evaluation of a weekend experience like •and modifications in this kird nf 1 •
° ls essential is improvements
pieaso~ -
- r*
1. What do you hope to gain/learn from this workshop?
2 .
Sat oTyou^rS acc^piLTinneL
a
h?
h * "" f0ll0Wing *~a6?
Personal Grov;th and Awareness
Interpersonal Growth and Aw.:areness
Organizational Awareness and Growth
3
’ IT
think
.
you wiU « able to do, or would like to doafter havin9 participated in this workshop?
4. What do you think will be the strengths and w
workshop for you? Be as specific as possible
eaknesses of this
Strengths
Weaknesses
5. Additional comments or statements you would like to add before
attending the workshop.
My Personal Growth and Self Learning 205
1
Valuable
2 3 4 3 6
Worthless
7 8 y
1
Useless
2 3 4 5 6
Useful
7 8 s
1
Important
2 3 4 5 6
Unimportant
7 8 9
1
High
2 3 4 5 6
Low
7 8 9
1
Clear
2 3 4 5 6
Vague
7 8 9
1
Unsuccessful
2 3 4 5 6
Successful
7 G 9
1
Meaningful
2 3 4 5 6
Meaningless
7 8 9
1
Valuable
2 3
Interpersonal Skills and
of Group Dynamic:
4 5
Awareness
j
6
Worthless
7 8 9
1
Useless
2 3 4 5 6
Useful
7 8 9
1
Important
2 3 4 5 6
Unimportant
7 8 9
1
High
2 3 4 5 6
Low
7 8 9
1
Clear
2 3 4 5 6
Vague
7 8 9
1
Unsuccessful
2 3 4 5 6'
Successful
7 S 9
1
Meaningful
2 3 4 5 6
Meaningless
7 8 9
-18-
Workshop Objectives Judgement Questions ire
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The purpose of this questionnaire is to determine your reaction to the
overail goals and objectives of the training program in which you have just
participated. At the top of each page of the questionnaire you will find
an objective phrase. Below it are seven scales, each with nine numbered
points. The scales are defined by two polar-opposite adjectives, one
written above the left end of the. scale, the other written above the right
end. your task is to judge the objective at the top of the page on each
of the 7 scales.
Each judgement consists of deciding whether an objective is best
described by the adjective toward the left end of the scale or the one
toward the right end. If you feel an objective is described best by the
adjective at the left end of a scale, circle one of the numbers 1,2,3, or 4
depending on how strongly you feel about your judgement. Circle 1 if you
feel very strongly about your judgement, circle 4 if you feel only weakly
inclined toward the left hand adjective. Use 2 and 3 to represent inter-
mediate degrees of assurance in your judgement.
If you feel an objective is described best by the adjective. at the
right end of a scale, circle one of the numbers 6, 7, 8, or 9. Circle 6 if
you are only weakly inclined to use the right hand adjective, circle 9 if
you are strong lv inclined. Use the numbers 7 and 8 to represent inter-
mediate degrees of assurance in your judgement.
In the event that you cannot decide whether the objective is best
described by the right hand or the left hand adjective of a scale, circle 5.
The questionnaire contains 4 overall objectives each to be rated on
7 scales. Each objective appears on a separate half of a page: when
working a page, be sure to limit your attention to one objective at a time.
Make each judgement as carefully and accurately as you can.
-17-
11
1
1
1
1
1
1
1
1
1
1
1
1
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9
9
9
9
9
9
9
9
9
9
9
9
9
9
My Understanding
Theory
and Awareness of Org
and Leadership Theory
anizational
Valuable
2 3 4 5 6
Worth!ess
7 8
Useless
2 3 4 5 6
Useful
7 8
Important
2 3 4 5 6
Unimportant
7 8
High
2 3 ll 5 6
Low
7 8
Clear
2 3 4 5 6
Vague
7 8
Unsuccessful
2 3 4 5 6
Successful
7 8
Meaningful
2 3 4 5 6
Meaningless
7 8
Opportunities For "Back Horne"
Application and Use
Valuable
2 3
Useless
2 3
Important
2 3
High
2 3
Clear
2 3
Unsuccessful
2 3
Meaningful
2 3
4 5 6
4 5 6
4 5 6
4 5 6
4 5 6
4 5 6
4 5 6
Worthless
7 8
Useful
7 8
Unimportant
7 8
Low
7 8
Vague
7 8
Successful
7 8
Meaningless
7 8
- 19-
Poet-Workshop Evaluation
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and raodifications
W
in'this kSTofT ^ thiE sssential if improvements
1. What did you gain or learn from this weekend?erent xrom what you expected to learn?
Is this any
2 . What were
following
specific goals you acconiolis’neci
areas? in each or any of the
Personal Awareness and Growt
h
Interpersonal Awareness and Growth
Organizational Awareness and Growth
3 . What do you feel you will be
involved in this workshop?
alte t_o do or accomplish having been
4 . What were the strengths
as specific as possible
and weaknesses of this workshop? Be
Strengths
Weaknesses
5 * pleasc record your overall evaluation of the workshop by placing
an "X” at the appropriate point on the following scale.
20 19 18 17 16 15 14 13 12 11 10 9 8 7 6 5 4 3 2 1
6. Any additional comments or evaluation you would like to add.
APPENDIX b
CONSENSUS AND GROUP DECISION MAKING MODES
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Decision by Consensus
Instructions: This is an exercise in group decision making. Your group is to
employ the method of Group Consensus in reaching its decision. This means that
the decision for each ranking must be agreed upon by each member of the group
before it becomes a part of the group decision. Consensus is difficult to reach.
Therefore, not every item will meet with everyone's complete approval. Try, as
a group, to make each judgment one with which all group members can at least
partially agree. Here are some guides to use in reaching consensus:
1. Avoid arguing for your own individual judgments on a "win-
lose" basis. Approach the task on the basis of rational
rather than emotional considerations.
2. Avoid changing your mind only in order to reach agreement
and avoid conflict. After listening and participating in the
discussion, support solutions (items) only if you are able to
at least partially agree with them.
3. Avoid conflict-reducing techniques such as majority vote,
averaging or trading in reaching decisions.
4. View differences of opinion as helpful rather than as a hindrance
in decision-making.
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Group Decision Making Modes
1. Decision by Lack of Response ("Plop"). The commonest and perhaps least
visible group decision-making method is that in which someone suggests an idea,
and, before anyone else has said anything about it, someone else suggests another
idea, until the group finds one it will act on. All the ideas which have been by-
passed, have, in a sense been decided upon by the group.
2. Decision by Authority Rule. Many groups set up a power structure or start
with a power structure which makes it clear that the chairman or someone in
authority will make the decisions. The group can generate ideas and hold free
discussion, but at any time the chairman can say that, having heard the discussion,
he has decided to do thus and so.
3. Decision by Minority. One of the commonest complaints of group members
is that they "feel railroaded" in reference to some decision. Usually this feeling
results from one, two, or three people employing tactics which produce action
and therefore must be considered decisions, but which are taken without the
consent of the majority. A common form of minority rule is for two or more
members to come to quick and powerful agreement on a course of action, to
challenge the group with a quick "Does anyone object?", and, if no one raises
his voice in two seconds, to proceed with "Let's go ahead, then. " The trap is
the assumption that silence means consent.
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4. Decision by Majority Rule: Voting and/or Polling. Next to more fam iliar
decision-making procedures, those which are often taken for granted as applying
to any group situation because they reflect our political system. One simple
version is to poll everyone’s opinion following some period of discussion, and, if
some majority feels the same way, to assume that that is the decision. The
other method is the more formal one of stating a clear alternative and asking for
votes in favor of it, votes against it, and abstentions. Voting creates coalitions,
and the preoccupation of the losing coalition is not how to implement what the
majority wants, but how to win the next bettle.
5. Decision by Consensus. One of the most effective but also most time-
consuming methods of group decision-making is to seek consensus. Consensus
is not the same thing as unanimity. Rather, it is a state of affairs where
communications have been sufficiently open, and the group climate has been
sufficiently supportive, to make everyone in the group feel that he has
had his fair chance to influence the decision. Someone then tests for the "sense
of the meeting, " carefully avoiding formal procedures like voting. If there is
a clear alternative which most members subscribe to, and if those who oppose
it feel they have had their chance to influence, then a consensus exists.
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6. Decision by Unanimous Consent. The logically perfect but least attainable
kind of decision is where everyone truly agrees on the course of action to be
taken. For certain key kinds of decisions it may be necessary to seek unanimity,
but for most important ones consensus is enough, if it is real consensus.
APPENDIX C
HUMAN DEVELOPMENT PROGRAM
MAGIC CIRCLE SKILLS
MAGIC CIRCLE SKILLS
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1» Active Listening
— show extoHdi signs of listening bv eye contact n0fvsmiling, gestures, posture, etc. ‘ 7 ' odding appropriately,
—ask open-ended questions:
"Would vou nvn n1 ii?dllL_h° J-fiH n s nore about that ?"
and sure that^hf r,or‘-threateninS
22225 to say< to help
a^ow ^or ^•irnes of silence and t'nnnrth+- r> •
,
Don't feel you have to jump in every
” 3llence is trust-building.
J P uimo someone else stops talking.
—observe signals that people want to tai>. .
eye contact with you stealing
V * leanxng forward
» seeking
moving their seats in etc ?nvi
" V°U ' PUrsing their lips
'
tiling, Jack?"
' ° Cnem to speak: M Do you have soma-
-never take the 'ball' away from participants. They are the stars,
2. Focus on Feelings
—go from experience to feeling: "Kow did that make you feel ?"
encourage comprehensive description of the fonline- "Hr** sis +•>, * , •
accept all feelings as
really felt that deeply
important to you*.
real without labeling them good or bad: "You
? " " It sounds like that feeling~was
notice and point out feeling-reactions participants have to others'
reelings: "You seemed involved in what^Bill was saying. Have you
experienced the same thing?" ~ — —
—note group feelings: "The group v;as really with you ."
—remember a word or phrase the person used that is feeling-based, and
phrase a question around it. "When you were telling about camping
and finding the waterfall, you mentioned the sound of the water. You
said it as if that were a part of the feeling for you." If you were
accurate, the person will be able to describe the feeling more fully.
3. Give Recognition
look at each one gently and calmly when you speak to him.
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ZTzzltf y°U f°r90t ' ^ fOT **»*«. Don't
Wh°" h0 »«*»>« unless
Then give recognition by non-verbal
TonZt.Vvll*.
speaker says; •'y^e^Tli^^^ rGView or rer l’°n!3 to what a
—give recognition for participants' expressing ofsupport, of risk-taking:
"You reanv wv ?> GeUngS ' of firouP
about that." "The group was^cTcToT^^ sP.°i£g
lit sounded nice saying . ••
important to vnn~ ^^“rrz^rr; g. that was reaily personal andTnen let the person say more if hT^SHtTt
~
4. Paraphrase
-use words the speaker himself used as much as possible.
"S “
«
“ 5saw*
... ...«™ <;;»« ;s ;r “”c,rrr"““ — 1“' -
tol^ist hiltr
te
tt
n9 °Ver What he iS SayintJ
'
and ****** just enougho ciSoist im m pu ing a complete idea together. 9
'^Lfrau?asing t0 °btain his helP in ““king you understand what hemeans. You mean..? Don't stop his momentum, however, just to clarifvfor yourself some detail, stay in his frame of reference!
5 . Review
from time to time, when the flow of conversation slows down or when
several have spoken, ask for a review: "Let's see where we've come...men ask if anyone m the group would review what was said.
—be able yourself to repeat succinctly what each person has said. In
the beginning, you will do most of the reviewing. If the person re-
viewing does not touch accurately on a particular individual, either
ask that individual or someone else if they could fill in or add to
what was said in review.
the purpose is to give another increment of recognition to those who
spoke and to those listening attentively enough to review accurately.
—review can be used to bring digressions back to the topic. Don't "put
down" someone who digressed, but thank him sincerely: "Thank you, Ed.
Now let's see what we've talked about so far."
- 3-
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by
ShOUlVeViGW « *• conclusion,
G
*
—
CU& °n S:ullilaritieG and Diffovn,-,^
the purpose of this i«> oi,™
are and that their differences ^ ^ they
“Srtsarttrr' *—«. on^
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the reticent child
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encouragingly, then ask if he would like to tell the group Ilso!
ask him if the group could try to guess what
Once he says okay, he becomes involved in say
tells eventually.
his answer mi
ing yes or no
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and usually
—deal with disrupters feelings without blame: -
today
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—v/ai-ch carefully for signs that reticent
When you see such signs, ask gently: "
turn?"
children want to be invited in
Jack ?" "Would you like to take a
involve the timid by inviting them to review what someone just said.
lr they can get even one word out, yon can give recognition for theirgood listening. They must go from tiny success to tiny success.
..ouch children who are "acting out" while giving eye attention to the one
speaking. Perhaps heave children change seats to separate troublesome pairs.
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29
.
ARE YOU SOMEONE WHO.
. .
?
procrastinates about the things that you like to do?
prefers reading a book to going to the movies ?
reads fashion magazines enviously?
meditates ?
listens carefully to others?
would live with someone out of wedlock?
tends to make snap judgments ?
waits for someone else to say hello first?
goes back to sleep after the alarm goes off?
counts off days until an important event?
keeps a record of your dreams ?
enjoys dressing up for special occasions?
believes in E.S. P. ?
will answer honestly when asked "How are you?"?
would steal from a department store but from a house?
prefers making love in daylight?
avoids your parents ?
is fanatically punctual?
will wait for your roommate to do the laundry even if
you've run out of clean cloths ?
is interested in T-groups ?
would be a difficult person to be married to?
believes in destiny or fate?
feels comfortable about how you get high?
is fiercely independent?
is likely to let yourself get fat?
prays before going to sleep?
would spend more than five bucks at a carnival?
considers yourself a philosopher of sorts?
will work for social change even though it involves
personal danger ?
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would carve a heart with your love's and your
initials on a tree?
would approve of burning the American Fla* at a
rally? *
enjoys a good laught, even at someone's expense?
would wear an odd-looking sweater because your best
friend made it?
must have advice from others before making a decision?
would offer to help your fifteen year-old daughter eet
the pill?
knows what you'll be doing a year from now?
has difficulty saying ?NO!"?
can cry easily?
never wears seat belts?
doesn't like your glasses ?
would get therapy of your own free will?
believes everything you hear?
is a thoughtful lover ?
always wearing seat belts ?
gets along well with your parents ?
never makes promises?
can express your thoughts better on paper than in
conversation?
never buys a sex paperback?
tries to live for today?
does things on the spur of the moment?
never goes anywhere alone?
will always have a best friend?
has never been drunk?
is romantic?
has trouble falling asleep?
almost always has a snack before retiring?
has given up smoking several times ?
feels uncomfortable near policemen?
would resist the draft?
can play children's games with children and enjoy it?
has experimented with psychedelic drugs ?
likes hard physical work?
avoids funerals ?
usually offers pot to guests ?
would go out of your way to help a stranger?
can't keep a secret?
tries to dress appealingly?
would like the security of marriage?
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69. never has enough time?
7 0. is a good friend to have?
71. would insist that your wife take your last name?
72. is at ease talking with a homosexual?
73. will raise your children as you were brought up?
74. would aid both students and policemen wounded at a
demonstration?
75. practices yoga?
76. favors the legalization of marjuana?
77. computes the cost per pound of each item when
grocery shopping?
78. has trouble relaxing?
79. always reads the Sunday comics?
80. has difficulty making time for the things you love
to do?
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You are on the staff of Metroville's elementary school (grades
K-6). One of you will be the principal while the others will be de-
partment heads (grade coordinators). The role of a department head
is to help develop and implement curriculum policies, supervise the
activities of his teachers, and coordinate the program for his grade
level in such a way as to maximize student learning. The principal
of the school is Alan Brownell, a progressive educator who was
appointed to his present position three years ago. He has an office
in a central location in the building but spends a good deal of time
making the rounds of the school. The department heads have no assis-
tants and ordinarily are extremely busy individuals with both teaching
and administrative duties. The principal tries to give them help
when needed.
Metroville is a old urban area of Boston. Under the leadership
of Dr. Brownell, the students in the elementary school have been
given a high degree of autonomy and are provided with objects, pro-
blems, responsive teachers, and a diverse resource center. Those
children who are not interested in working on academic tasks are
allowed to use the gymnasium or outdoor recreational facilities.
The community is somewhat divided on the wisdom of this recreational
option. The more affluent parents with college-bound children seem
to support the notion that the child should have the option to control
his time. Those parents of many of the less well-to-do population
who are vocal agree that children who have never had a stimulating
home environment need to be motivated and guided and placed in a
distraction- free environment. It is not clear how this issue will be
resolved, but Alan Brownell the Principal, is worried and has called
a meeting of some of his department chairmen to attempt to resolve
this issue and plot the future direction of the school.
Here are some facts about the department chairmen attending the
meeting called by Alan Brownell.
In acting your part in role playing, accept the facts as given as.
well as assuming the attitude supplied in your specific role. From this
point on let your feelings develop in accordance with the events that
transpire in the role playing process. When facts or events arise that
are not covered by the roles, make up things which are consistent
with
the way it might be in a real-life situation.
2nd grade
Uth "
6th "
Dolores Foghill 1 Kindergarten
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proposal for a dissertation
Laurie Hawkins
Cricket Hill
Conway
March, 1973
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APPENDIX G
KIM'S LETTER TO FACULTY
THE FENN SCHOOL
Concord, Massachusetts
01742
28 August 1 973
Mr. Laurie Hawkins
Eden Road
Rockport
Massachusetts 01966
Dear Laurie:
What fun it was catching up with you on Friday
night. I hope you didn't mind the grilling
which I gave you. It was very informative
for me.
Enclosed is a copy of the letter which I sent
to each of the faculty. In all cases the first
two paragraphs were the same and in the final
paragraph I added a few tidbits of my own.
Will look forward to seeing you on Thursday
sometime between eighty-thirty and nine.
Why don't we plan to meet in my office?
Yours
,
Morgan K. Smith, Jr.
Headmaster
MKS/LOE
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(, r
•'17
/ August 1 t/j
IJO m.
I ho'pe this doesn't ruin your last w.ck rf v^mion,
u
!:
1
^
ou 9ht it vise to send you < scl dule of • mil
attractions before the fifth to allow you to plan ahmd
a bit.
.os t or the i tens on Lne calendar are self-explanatory
wi In the exception of Laurie Hawkins who will
he sixth and half a day on the seventh.on
i s graduate of Belmont Hill ana Wil a a
be hare
Laurie
e \ : in
the reace Corps, taught a a Taft and has 'eon working
at iJ Mass for the past four years and has just published
a book on values clarification which he '/rote with Ltd
S i mo n I think that Laurie has some very refreshing
and i mores iing thoughts on various anp caches to
humanistic education, group relations aid values. I
am v' woeful that, we will rnn-.p away rom the 'acting’• pef at come Ji
with something to he ip us be more of fee h'e teach?,
and to aid us in curriculum planning and evaiuatior
I have asked that the office ctaff and faculty wives
on campus who wish to attend to please join us as
are also an important part of the "fenn thing."
they
Bill, we will need the seventh and eighth new boy do-dads
for the Wednesday meeting. Perhaps you could do those
first and then get to four, five and six later.
Yours
,
* 1
MKS/LOE

